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ABSTRACT 
 
The main research problem in this study was to identify a framework that can be 
utilised for the integration of skilled/professional self-initiated expatriates (SIEs) 
into Qatari organisations. The main research problem gave rise to six sub-
problems that were addressed through the following actions: 
 
A literature study was conducted to explore what the existing literature revealed 
about facilitating successful expatriate integration. In particular, the theoretical 
guidelines for expatriate recruitment and selection, orientation and cross-cultural 
integration were presented and discussed. Special attention was given to 
community embeddedness. 
 
Semi-structured interviews were conducted with ten members from the sample 
group. These were undertaken to obtain their views on the expectations that their 
organisations had of them upon their arrival in Qatar, as well as on what they felt 
v 
  
made it easy or difficult for them to adjust. Subsequently, a structured survey 
questionnaire was developed using the theoretical guidelines from the literature 
review and the insights gained from the semi-structured interviews. The survey 
was conducted in Qatar and administered to 102 skilled/professional self-initiated 
expatriates from diverse backgrounds and three work sectors, namely: 
healthcare, education and aviation. The final sample size was 94 due to eight 
questionnaires not being completed properly. 
 
The results from the empirical study revealed a gap between theoretical 
guidelines/ best practices and the recruitment and selection, orientation and 
cross-cultural integration practices at the respondents’ organisations. The 
knowledge gained from the existing literature and from the quantitative and 
qualitative results of the empirical study were combined and developed into a 
framework for the integration of skilled/professional self-initiated expatriates into 
Qatari organisations (refer to Table 5.35). Areas that were identified for 
improvement related to issues such as the need for Qatari organisations to: 
 
 provide SIEs with more comprehensive information regarding the role that  
 they will play as knowledge workers with regard to the 
development/training of Qatari nationals; 
 implement a more comprehensive recruitment, selection and orientation 
 process, and 
 implement a more robust set of strategies to enhance the cross-cultural 
 integration of their expatriate workers. 
 
Globalisation has fuelled organisations and countries towards building and/or 
strengthening knowledge-based economies. However in order to build 
competitive, knowledge-based economies, organisations and countries require 
skilled/professional workers.   
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Skilled/professional self-initiated expatriates can provide Qatar with a pipeline of 
knowledge workers to support the growth of their emerging knowledge-based 
economy. As such, a framework that will enhance the integration of self-initiated 
expatriates into Qatari organisations is of paramount importance, specifically with 
regard to fostering performance excellence, satisfaction and community 
embeddedness within the Qatari work and cultural system. 
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CHAPTER ONE 
 
INTRODUCTION, PROBLEM STATEMENT AND  
OUTLINE OF THE RESEARCH STUDY 
 
 
1.1 INTRODUCTION  
 
1.1.1     The state of Qatar 
 
The state of Qatar is a small peninsula and sovereign Arab emirate located in the 
Middle East region. Its only land border is Saudi Arabia in the south while the rest 
of the country is surrounded by the Arabian Gulf (refer to Figure 1.1). The capital 
city is Doha. On 3 September 1971 Qatar gained independence from the United 
Kingdom. Oil and gas revenues make Qatar the world’s second highest per capita 
income country (est. 2013) in terms of gross domestic product (De Bel-Air, 2014: 
1). 
 
Figure 1.1:  Map of Qatar 
Source: Qatar Tourism Authority (2013) 
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By 2030, Qatar plans to be an advanced country able to sustain its social and 
economic development and provide a high quality of life for its citizens. Qatar's 
National Vision (QNV) outlines the long-term strategic objectives for the nation 
and provides a framework of national goals, directions and implementation plans 
(Ministry of Development Planning and Statistics, 2013). The four pillars of the 
QNV 2030 plan are:  
 
 Human Development. 
 Economic Development. 
 Social Development. 
 Environmental Development. 
 
According to Berrebi, Martorell and Tanner (2009: 421), through the discovery of 
an immense amount of natural gas, the Qatari economy has experienced 
sustained growth. A result of this fiscal boom is that the demand for 
skilled/professional and unskilled workers outweighs that which Qatari citizens are 
able to provide. This is similar to what has occurred in other Gulf countries and 
Qatar has recruited expatriate workers to the point where they outnumber its 
citizens by approximately seven to one. 
 
By way of illustration, based on the Qatar Economic Insight Report (Qatar 
National Bank, 2013: 7) Qatar’s population has experienced a new wave of 
expatriates, driven by infrastructure projects. Expatriate workers have been 
moving to Qatar to fill positions in the rapidly growing economy. A large number of 
expatriates arrived during the period of 2004 to 2009 which was during the 
development of Qatar’s gas-based industries. At this time, the population grew at 
an average annual rate of 14.9% and the population growth peaked at 19.1% in 
2008. From 2010 to 2011, there was a slowing down of population growth due to 
the global recession and the completion of several major gas-related projects. 
The report further indicates that an additional wave of population growth started in 
late 2012 as Qatar embarked on its ambitious programme of infrastructure 
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development to prepare for the FIFA 2022 World Cup. Moreover, based on a 
more recent Qatar Economic Insight Report, (Qatar National Bank, 2014: 4) 
investment spending in Qatar is creating an additional 120,000 jobs each year, 
resulting in double digit population growth. 
 
According to a global population research study (World Population Review, 2014) 
Qatar’s population is estimated at more than 2.27 million people.  The study 
points out that Qatari (Arab) nationals make up less than 15% of the total 
population, other Arabs (13%), Indian (24%), Nepali (16%), Filipino (11%), 
Bangladeshi and Sri Lankan (5%) each.  
 
Conversely, in July 2014 the CIA World Fact Book estimated the Qatari 
population at 2,123,160 people. Their breakdown of the various ethnic groups 
was as follows: Arab (40%), Indian (18%), Pakistani (18%), Iranian (10%) and 
other (14%) (Central Intelligence Agency, 2014).  Figure 1.2 is an extract from the 
Qatar Economic Insight Report by Qatar National Bank that illustrates the 
progressive growth of the population in Qatar. 
 
Figure 1.2:  Qatari Population Growth 
Source: Qatar National Bank (2013: 7) 
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In light of the above reports, one could presume that Qatar does not have 
sufficient citizens, or perhaps the associated technical capacity to deliver on its 
ambitious plans for growth and development. For this reason, one can conclude 
that the Qatari labour workforce will comprise of an expatriate majority, regardless 
of the differences in the above reports regarding the country’s population mix. 
 
By way of illustration, according to the labour force survey (third quarter), 2014 
(Qatar Information Exchange, 2014) there were 1,652,000 economically active 
residents in Qatar. The survey highlighted that the Qatari workforce was, at the 
time, comprised of 95,316 Qatari nationals and 1,556,684 expatriates. 
 
Figure 1.3:  Labour Force Survey, 3rd Quarter 2014 
 
Source: Qatar Information Exchange (2014) 
 
For the purpose of the study, the term expatriate will be used to refer to 
skilled/professional self-initiated expatriates. Tharenou and Caulfield (2010: 1009) 
described self-initiated expatriates (SIEs) as employees who are not assigned to 
another country by a multinational organisation but have instead chosen to move 
to another country to work and live. 
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1.1.2      The challenges facing Qatar 
 
Qatar faces a range of challenges in recruiting, retaining and integrating a 
skilled/professional expatriate workforce. These challenges include globalisation, 
regional competition for expatriate talent from other Gulf Cooperation Council 
(GCC) states, current recruitment and selection practices and the challenges 
faced by some expatriates to integrate into the local work and cultural system.  
 
The above mentioned GCC is a political, economic and social organisation 
comprising of members from six countries in the region. It is a co-operation 
system between the Arab states in the Gulf that aims to coordinate responses to 
social and economic challenges (Financial Action Taskforce, 2014). The members 
of the GCC are Bahrain, Kuwait, Oman, Saudi Arabia, the United Arab Emirates 
(UAE) and Qatar. 
 
To a large extent the successful integration of a SIE into Qatar’s work and cultural 
system relies on effective practices in recruitment and selection, employee 
orientation, cross-cultural integration of the SIE and if applicable, their spouse and 
family. 
 
Although the above mentioned practices are the typical core activities of Human 
Resource (HR) departments in Qatari organisations, they are affected by factors 
in the external environment such as globalisation and regional (GCC) competition. 
For this reason, it is important that globalisation and the GCC environment are 
discussed to provide a comprehensive context in which one can better 
understand the challenges facing HR departments in the country. 
 
 
1.1.3      The challenges associated with globalisation 
 
Illes (2009: 20) argued that globalisation involves: 
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 an extension of social, political and economic activities across countries; 
 stronger inter-connectedness of the world’s economies and cultures;  
 an increase in global interactions due to stronger international transport 
 and communication systems e.g. with information, goods and people, and   
 an interconnected environment in which a situation in one part of the world 
 has an impact elsewhere in the world with significant consequences. 
 
Illes (2009: 20) concluded that “globalisation can be thought of as the widening, 
intensifying, speeding up and growing impact of worldwide interconnectedness.” 
As a consequence, organisations around the world, including those in Qatar, are 
engaged in what has been referred to by many researchers as a competition for 
talent. Ng (2013: 280) described the global “war for talent” as an intense 
competition amongst many countries that are attempting to cope with the 
consequences of globalisation. An important question for HR 
departments/practitioners in Qatar should be: How can the war for expatriate 
talent be won? 
 
In this regard, a good reference point for HR organisations in Qatar is the Hong 
Kong and Shanghai Banking Corporation (HSBC) Expat Explorer Report and the 
Expat Insider Report published by InterNations (HSBC, 2014; InterNations, 2014).  
With regard to the former, HSBC conducts an annual survey of expatriates, in 
which it compares their experiences, using 43 criteria such as income, work/life 
balance and social life. In 2014, they surveyed over 9000 expatriates based in 34 
countries around the globe. Qatar ranked 13th out of 34 countries (HSBC, 2014). 
Figure 1.4 below is an illustration of the above mentioned survey results for 2014. 
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Figure 1.4:  HSBC Explorer Survey, 2014 
Source: HSBC (2014: 7) 
 
On the other hand, InterNations conducts what it claims is the largest annual 
survey of expatriates, in which it compares their experiences across a range of 
dimensions, such as general quality of life, ease of settling in, working abroad 
index, family life and personal finance. In 2014, they surveyed over 14 000 
expatriates based in 160 countries around the globe. In this study, Qatar ranked 
58th out of 61 countries (InterNations, 2014). Figure 1.5 below is an illustration of 
the above mentioned survey results for 2014. 
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Figure 1.5:  Expat Insider Survey, 2014 
 
Source: InterNations (2014) 
 
1.1.4      The challenges associated with the economic development in other 
GCC countries 
 
Within the Middle East, Qatar also faces strong competition from other GCC 
countries with regard to attracting and retaining expatriate talent. Although all of 
the member states have ambitious plans for growth and development, the UAE, 
more specifically the emirate Dubai, is a major threat to Qatar’s pipeline of 
skilled/professional expatriate workers.  
 
By way of illustration, in November 2013 Dubai won the rights to host the 2020 
World Expo Trade Convention. The World Expo is an impetus for social and 
economic growth and provides important legacies for the host country. For 
instance, the Shanghai 2010 World Expo helped transform an industrial city-
centre into a flourishing cultural and financial district whilst also bringing its theme 
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“Better City, Better Life” to the attention of a global audience (Expo 2020, Dubai 
UAE, 2014: 1). 
 
In addition to the FIFA 2022 World Cup that will be hosted by Qatar, the GCC 
region is set to host another major international event. In light of this, one could 
argue that competition in the region will be exacerbated with regard to attracting 
and retaining skilled/professional expatriate talent. For instance Nick Smith, EC 
Harris partner and head of cost and commercial for Middle East, said that 
“competition for labour is going to be a major issue, not just between Dubai and 
Qatar, but across the whole gulf region,” (Farwa, 2014: 1). 
 
According to the Global Talent Competitiveness Index Report (INSEAD, 2013), 
talent is the V8 engine of competitiveness and innovation in a fluid, global 
economy. Those who have mastered skills development within their countries and 
reduced the barriers of entry for expatriate talent are creating dynamic and 
sustainable economies. Conversely, those countries which have not attended to 
the above points are experiencing various challenges, such as skills shortages 
and high unemployment levels. In their 2014 Global Talent Competitive Index, 
Qatar ranked 25th whereas the UAE was placed 22nd out of 93 countries, with 
regard to their ability to attract and retain expatriate talent. (INSEAD, 2015). 
 
On the other hand, according to employment and salary trends as outlined in the 
Gulf Report (Gulf Talent, 2014) the UAE has strengthened its position as the 
prime destination for expatriates in the GCC. A survey was conducted among 
34,000 professionals employed by 800 organisations in the GCC, including 60 
interviews with executives and HR professionals.  The results suggest that it will 
prove to be a challenge for Qatar in its attempt to attract SIEs to work and live in 
the country. Figure 1.6 is an illustration of the above mentioned survey results for 
2014. 
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Figure 1.6:  Attraction of Expatriates in the GCC 
Source: Gulf Talent (2014) 
 
1.1.5      The challenges associated with recruitment and selection practices 
 
As the recruitment and selection of expatriate talent becomes increasingly more 
competitive in the world and particularly in the GCC, organisations in Qatar need 
to make effective decisions. Poor recruitment and selection decisions can lead to 
a range of negative outcomes, such as the failure of an expatriate to integrate into 
the local work and cultural system, poor job performance, increased learning and 
development costs and ultimately high expatriate failure rates. One could argue 
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that this may also have an adverse effect on employee morale and the 
organisation’s overall service delivery and success. 
 
According to Gomez-Mejia, Balkin and Cardy (2014: 610), companies can reduce 
expatriate failure by formulating a logical set of human resource management 
policies. Gomez-Mejia et al. (2014: 610) argued that choosing an employee for an 
international assignment is an important decision, and point out the following as 
important criteria in selecting the right candidate: 
 
 Highlight cultural sensitivity as a selection criterion. 
 Create a selection panel for expatriates. 
 Highlight international experience as a selection criterion. 
 Screen the candidate’s spouse and family. 
 Develop an effective selection schedule for expatriates and for the (locally 
 based) employee who will help the expatriate carry out their assignment. 
 
Generally there has been very little research done on skilled/professional 
expatriate recruitment and selection practices in Qatari organisations.  Rather, 
much of the current literature is focused on the recruitment practices/treatment of 
low skilled migrant workers in Qatar’s booming construction industry.   
  
1.1.6       The cross-cultural integration challenge 
 
One could argue that cross-cultural integration is also a challenge, in addition to 
those presented by globalisation, the GCC’s economic development and the 
current selection and recruitment practices in Qatar. The Centre for Advanced 
Research on Language Acquisition defines culture as “the shared patterns of 
behaviours and interactions, cognitive constructs, and affective understanding 
that are learned through a process of socialisation. These shared patterns identify 
the members of a culture group while also distinguishing those of another group,” 
(University of Minnesota, 2014: 1).  
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Cherrington and Middleton (2015a: 84) stated that national culture has an impact 
on organisational effectiveness, more specifically cultural differences can affect 
communication, key decision making and the psychological contract between an 
organisation and its workers. 
 
In order to integrate effectively, expatriates must adjust to the work and cultural 
systems found in Qatar. This includes becoming accustomed to interacting with 
Qatari nationals in the workplace and in society at large. In academic literature, 
this is commonly referred to as cross-cultural adjustment. 
 
Considering the cultural differences between the Middle East and other parts of 
the world, it can be assumed that some expatriates and their families will face a 
considerable amount of adjustment challenges on arrival in Qatar. For this 
reason, a comprehensive orientation programme, including cross-cultural training 
is critical in supporting the expatriate employee to integrate successfully. 
Additionally, Qatari organisations would need to employ continuous strategies that 
maintain their expatriate workers’ levels of community embeddedness. 
 
Al Ansari and Diop (2012) stated that the gulf region including Qatar, has been 
overlooked by the academic community with regard to research in 
multiculturalism, regardless of the fact that it has become a popular choice for 
many expatriates. During the empirical study, the researcher gathered data that 
has contributed new knowledge to the local/international human resource 
management practitioner and academic communities. 
 
1.1.7      Conclusion 
 
Qatar has emerged as an important global player due to its strong oil and gas 
industry. As a result of the fossil fuel boom, as well as the more liberal policies 
established by the former Emir, His Highness Sheikh Hamad bin Khalif Al Thani, 
Qatar is now home to a large expatriate community. An increasing number of 
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expatriates are moving to Qatar to work, save money in its tax-free environment, 
and enjoy a standard of living similar to that of Western Europe (Expat Arrivals, 
2014).  
 
Qatar welcomes expatriate workers and views them as important economic and 
cultural assets. The country also highlights the transformation from an oil and gas 
economy to a knowledge-based economy as an important national priority (Qatar 
Friendship Fund, 2014). For this reason the recruitment, integration and retention 
of a skilled/professional expatriate workforce should be considered as critical with 
regard to meeting the key goals of QNV 2030 and beyond.  
 
This study was aimed at exploring several themes such as the recruitment and 
selection, employee orientation, cross-cultural training and the integration 
experiences/challenges of SIEs based in Qatar. This was done in order to present 
a framework that aimed at improving the integration of skilled/professional self-
initiated expatriates into Qatari organisations. 
  
The above discussion gives rise to the main problem. This study aimed to answer 
the following questions as outlined below. 
 
 
1.2 MAIN PROBLEM 
 
What framework can be utilised for the successful integration of 
skilled/professional self-initiated expatriates into Qatari organisations? 
 
1.2.1 Sub-problems and objectives 
 
The following sub-problems have been derived from the main problem: 
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SUB-PROBLEM 1  
 
What are the expectations that organisations have of skilled/professional SIEs, 
especially those entering the Qatari work and cultural system?  
 
This sub-problem is addressed in Chapter three by means of a literature study on 
the contemporary expectations that organisations have of expatriates. In addition, 
the researcher conducted semi-structured interviews with a diverse group of ten 
members from the sample group to obtain information about the expectations 
their organisations had of them upon their arrival into Qatar. The insights gained 
from the interviews were included in the questionnaire that was used during the 
main empirical study. The results from the interviews are presented in Chapter 
three, paragraph 3.8. 
 
SUB-PROBLEM 2  
 
What are the theoretical guidelines for the integration of expatriates into a foreign 
work and cultural system, specifically in relation to recruitment and selection, 
orientation and cross-cultural integration?  
 
This sub-problem is addressed in Chapter three by means of a literature study on 
expatriate recruitment and selection, new employee orientation and cross-cultural 
integration models and theories.  
 
SUB-PROBLEM 3  
 
To what extent do recruitment and selection practices at organisations in Qatar 
follow theoretical guidelines for the integration of expatriates into a foreign work 
and cultural system?  
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This sub-problem was addressed in the empirical study by using a questionnaire 
as the primary data collection technique to explore the recruitment and selection 
experiences of the respondents. The questionnaire was administered to 102 self-
initiated expatriates based in Qatar. The results are presented in Chapter five, 
paragraph 5.2.1. 
 
SUB-PROBLEM 4  
 
To what extent do orientation (including cross-cultural training) practices at 
organisations in Qatar follow theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system?  
 
This sub-problem was also addressed during the empirical study by exploring the 
orientation and cross-cultural training experiences of the respondents. The results 
are presented in Chapter five, paragraph 5.2.2. 
 
SUB-PROBLEM 5  
 
To what extent do organisations in Qatar employ on-going strategies to integrate 
skilled/professional SIEs into the Qatari work and cultural systems?  
 
This sub-problem was also addressed during the empirical study to explore the 
organisational support for integration experienced by the respondents. The results 
are presented in Chapter five, paragraph 5.2.3. 
 
SUB-PROBLEM 6  
 
What are the challenges faced by skilled/professional SIEs entering the Qatari 
work and cultural system?  
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This sub-problem was also addressed during the empirical study by exploring the 
challenges that were experienced by the respondents. The results are presented 
in Chapter five, paragraph 5.2.4. 
This research study aimed to achieve the following objectives: 
 
OBJECTIVE 1 
 
To identify the expectations organisations have of skilled/professional SIEs 
entering into the Qatari work and cultural system.  This objective addressed sub-
problem 1. 
 
OBJECTIVE 2 
 
To explore the theoretical guidelines for the integration of expatriates into a 
foreign work and cultural system, specifically in relation to recruitment and 
selection, orientation and cross-cultural integration. This objective addressed sub-
problem 2. 
 
OBJECTIVE 3 
 
To identify the extent to which recruitment and selection practices at organisations 
in Qatar follow theoretical guidelines to enhance the integration of expatriates into 
a foreign work and cultural system. This objective addressed sub-problem 3. 
 
OBJECTIVE 4 
 
To identify the extent to which the orientation (including cross-cultural training) 
practices at organisations in Qatar follow theoretical guidelines to enhance the 
integration of expatriates into a foreign work and cultural system. This objective 
addressed sub-problem 4. 
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OBJECTIVE 5 
 
To determine the extent to which these theoretical guidelines are continuously 
practiced by organisations in Qatar to ensure the on-going integration of 
skilled/professional SIEs in a foreign work and cultural system.  This objective 
addressed sub-problem 5. 
 
OBJECTIVE 6 
 
To identify the challenges faced by skilled/professional SIEs entering into the 
Qatari work and cultural system. This objective addressed sub-problem 6. 
 
OBJECTIVE 7 
 
To suggest a framework for the integration of skilled/professional self-initiated 
expatriates into Qatari organisations based on the theoretical and empirical study. 
The recommended framework is presented in Chapter five (refer to Table 3.35). 
 
 
1.3 CONCEPTUAL MODEL OF THE RESEARCH 
 
For the purpose of this study, several models related to expatriation were 
perused. These included the U-Curve Model of Adjustment (Lysgaard, 1955), 
International Adjustment Model (Black, Mendenhall & Oddou, 1991) and the 
Model of Stress, Adaptation and Growth (Kim, 2001). These models do not refer 
to the expectations that organisations have of skilled/professional SIEs or the 
challenges they may experience. In addition, less focus is placed on social and 
community embeddedness. The above models are discussed in more detail in 
Chapter three. 
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Vaiman and Haslberger (2013: 144) argued that similarities and differences 
between SIEs and traditional expatriates are to be expected, but unfortunately 
there has been little conceptual or empirical work that focuses on the special case 
of the SIE. In light of this, the conceptual model for this study (refer to Figure 1.7) 
includes organisational expectations and challenges and places a greater 
emphasis on cultural integration, with specific reference to the Qatari work and 
cultural system. 
 
Figure 1.7:  PEI Model for SIE integration  
Source: Author (2014) 
 
 
1.4 DEMARCATION OF THE RESEARCH 
 
A demarcation of the research enabled the researcher to focus on a manageable 
research structure. The fact that certain aspects were excluded from the research 
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did not negate their importance. The main problem statement provided the basis 
for the content of the research study.  
 
1.4.1      Geographical and organisational demarcation 
The empirical component of the research was conducted within Qatar and 
included SIE respondents from across three employment sectors, namely: 
 
 Healthcare. 
 Education. 
 Aviation. 
 
1.4.2      Demarcation of job and category levels 
 
The empirical study focused on skilled/professional SIEs employed in Qatari 
organisations. The sample group included: 
 
 Male and female SIEs (including managers and non-managers) employed 
 in skilled/professional roles. 
  SIEs from a wide range of origin countries. 
  A mix of single and married status respondents. 
  
The sample group excluded traditional expatriates sent to Qatar by global 
companies as part of an international assignment/project. 
 
1.4.3      Field of expertise 
 
The sample group included skilled/professional SIEs representing various fields of 
expertise/professions. 
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1.4.4      Subject demarcation 
 
The study focused on the components of an effective framework for the 
integration of skilled/professional SIEs into Qatari organisations. Specific attention 
was given to selection and recruitment practices, orientation (including cross-
cultural awareness training) and challenges faced by the SIEs. In addition, the on-
going integration efforts practiced by Qatari organisations, aimed at fostering 
performance excellence, satisfaction and community embeddedness were 
examined. 
 
 
1.5     DEFINITION OF KEY CONCEPTS 
 
The following concepts that appear in the title, main problem and sub-problems 
are briefly explained to prevent different interpretations. 
 
1.5.1    Self-initiated expatriate 
 
A self-initiated expatriate (SIE) as an employee is an individual who is not 
assigned to another country by a multinational organisation but has instead 
chosen to move to another country to work and live (Tharenou & Caulfield, 2010: 
1009). 
 
1.5.2 Integration 
 
The words integration and adjustment will be used interchangeably. Adjustment is 
the process of adaptation to living and working in a foreign culture (Palthe, 2004: 
39). In terms of this study, integration refers to the ability of the SIE to adjust to 
the Qatari work and cultural system.  
24 
  
1.5.3 Recruitment and selection 
 
Recruitment is the process of generating a pool of capable people to apply for 
employment to an organisation. Selection is the process by which managers and 
others use specific instruments to choose from a pool of applicants, a person or 
persons more likely to succeed in the job(s), in the context of management goals 
and legal requirements (French & Rumbles, 2010: 170). 
 
1.5.4     Orientation 
 
The term onboarding is used to describe the whole process from an individual’s 
initial contact with the organisation until they join the organisation. This includes 
understanding the organisation’s operating culture and becoming familiar with 
their job. As part of this process, orientation refers to a specific course or training 
event that new starters attend (CIPD, 2014a). In terms of this study, orientation 
refers to the structured training programme and initial support offered to the SIEs 
which was aimed at orientating them to organisational policies/procedures, their 
department (including colleagues), their job/role and the culture of their respective 
organisation. 
 
1.5.5     Cross-cultural training 
 
According to Littrell et al. (2006) cited in Neill (2008: 2) cross-cultural training or 
CCT is defined as the process implemented to improve intercultural learning 
through the development of cognitive, affective and behavioural competencies 
that are fundamental for successful interactions in diverse cultures. In terms of 
this study, CCT refers to the training that the SIEs attended to assist them with 
integrating into the Qatari work and cultural system.  
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1.6     SIGNIFICANCE OF THE RESEARCH 
 
An improved framework can help with the integration of SIEs into their new work 
environment and the Qatari cultural system. This is important as 
skilled/professional SIEs pose a high cost to the individual and organisations in 
Qatar (refer to Table 1.1). Table 1.1 provides an example of an HR Specialist’s 
tax free salary package (The exchange rate is 1.00 Riyal = 3.23 Rand - est. 22 
May 2015), (Currency exchange rate conversion calculator, n.d.). 
 
Table 1.1: Example of an HR Specialist Tax Free Salary Package at  
                      Company X 
FIXED CASH ELEMENTS ANNUAL AMOUNT 
IN QATARI RIYAL 
(QR) 
ANNUAL AMOUNT 
IN SOUTH AFRICAN 
RAND (R) 
Basic Salary QR 318,000  R 1,027,140 
Transport Allowance QR 24,000 R 77,520 
Housing Allowance QR 132,000 R 426,360 
Annual Airfare Allowance QR 9,000 R 29,070 
Total Fixed Cash (per annum) QR 483, 000 R 1, 560, 090 
Non Fixed Cash Elements  
Annual  
Performance Bonus  
Determined annually 
Non Cash Elements Private Medical Aid, Life Insurance and 
Learning & Development  
End of Service Benefit 1 month basic salary per year of service 
Source: Author (2015) 
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In light of the above, one could argue that it is imperative for researchers to 
contribute new knowledge that will improve expatriate integration into Qatari 
organisations. This will assist Qatari organisations to avert the exorbitant costs 
associated with failed SIE assignments. Moreover, new knowledge can assist in 
integrating and retaining skilled/professional expatriates whose talent and 
capability can support Qatar’s plans of development and growth as part of QNV 
2030 and beyond. 
 
The results of this study can be used by: 
 
 Qatari government agencies such as the Ministry of Expatriate Affairs, 
 Ministry of Labour and the Qatar Foundation. 
 Human resource departments of organisations in Qatar to improve their 
 expatriate recruitment and selection practices, orientation, cross-cultural 
 training and continuous cross-cultural integration programmes. 
 Human resource departments across the GCC/Middle East region which 
 are experiencing high expatriate failure rates. 
 Scholars who study cultural and or expatriate integration; its impact on 
 organisations and international strategies to improve the integration of 
 expatriates into their host countries. 
 
 
1.7     ASSUMPTIONS 
 
The following assumptions apply to this study: 
 
 Expatriates face challenges integrating (adjusting) into the Qatari work and 
 cultural system. 
 The effective management of expatriate integration has a positive impact 
on employee morale, productivity, service delivery, a host country’s growth 
and development plans and reduces the amount of expatriate failure.  
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1.8     RESEARCH DESIGN AND METHODOLOGY 
 
This section describes the specific design and methodologies that were used for 
data collection and analysis in order to address the main problem of the study.  
 
1.8.1 Research methodology 
 
This study aimed to assess the experiences/challenges faced by 
skilled/professional self-initiated expatriates, current recruitment and selection, 
orientation, and cross-cultural integration practices in Qatar and thereafter 
recommend a framework for the integration of skilled/professional self-initiated 
expatriates into Qatari organisations. 
  
1.8.2      Literature study  
 
A thorough review was conducted to explore what the current literature revealed 
about facilitating successful expatriate integration. The literature study addressed 
most of the sub-problems. In particular, the study focused on: 
 
 The contemporary expectations that organisations have of 
 skilled/professional expatriates. 
 The theoretical guidelines for the integration of expatriates into a foreign 
 work and cultural system in relation to recruitment and selection. 
 The theoretical guidelines for the integration of expatriates into a foreign 
 work and cultural system in relation to employee orientation. 
 The theoretical guidelines for the integration of expatriates into a foreign 
 work and cultural system in relation to cross-cultural integration. 
 
 
 
 
28 
  
1.8.3      Empirical study 
 
This study combined the qualitative and quantitative methodology which in 
academic literature is referred to as a mixed method approach (Leedy & Ormrod, 
2005). This approach elicited both numerical (quantitative) and open ended 
(qualitative) data. The empirical study addressed sub-problem one and sub-
problems three to six. 
 
The qualitative method allowed for more detailed responses (data collection) and 
captured the human element in the responses. This was important because the 
objective of this study was to provide a recommended framework for the 
integration of skilled/professional self-initiated expatriates into Qatari 
organisations. Furthermore, it can contribute new knowledge to both academic 
and human resource practitioner communities as there is a limited amount of 
available literature related to the integration experiences/challenges of SIEs 
based in Qatar. In addition, knowledge from empirical studies on this important 
topic can greatly enhance the field. 
 
Prior to the main, structured empirical study, the researcher conducted semi-
structured interviews with a diverse group of ten people, who were members of 
the sample group. This was done to obtain their views on the expectations their 
organisations had of them upon their arrival in Qatar. In addition, the interviewees 
were asked to discuss two critical incidents for each of the following questions: 
 
 What made it difficult to adjust to Qatar? 
 What made it easy to adjust to Qatar? 
 
Hand-written notes were made after firstly obtaining the interviewees’ permission. 
Additionally, the interviewees were asked to provide written consent (refer to 
Appendix A). The results are presented at the end of Chapter three, paragraph 
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3.8. The insights gained from the interviews were included in the structured 
questionnaire that was used during the main empirical study. 
 
The questionnaire was the primary data collection technique for the main study. A 
pilot test was conducted with five members from the sample group to ensure that 
the questions were clear and addressed the main problem and sub-problems that 
were being studied.  In addition, the researcher asked academic professionals in 
the Business and Economic Sciences Faculty (School for Industrial Psychology 
and Human Resources) at the Nelson Mandela Metropolitan University to review 
the questionnaire. 
 
The development of the questionnaire was based on the key elements of 
successful expatriate integration (international adjustment) as identified in the 
literature study as well as on the insights gained from the semi-structured 
interviews. 
 
Sections A to E of the questionnaire made provision for restricted responses while 
Section F contained open ended questions. A five point Likert Scale (strongly 
agree, agree, neither agree or disagree, disagree, strongly disagree) was used for 
Sections B, C, D and E. The questionnaire was structured in the following 
manner: 
 
 Section A: Biographical Data. 
 Section B: Recruitment and Selection Experience. 
 Section C: Orientation Experience. 
 Section D: Cross-Cultural Integration Experience. 
 Section E: Challenges Experienced. 
 Section F: Recommendations. 
 
An example of the questionnaire can be seen in Appendix B. 
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The non-probability, snowball sampling method was used in this study. The 
questionnaire was administered to five members of the sample group in the pilot 
study and 102 respondents in the main study. The final sample size was 94 due 
to eight questionnaires not being completed properly. Survey Monkey was used 
for the distribution of the questionnaire. The researcher found it to be a user-
friendly and economical method. The respondents were a mixed sample group. 
The members of the group included a variety of expatriates. Some were people 
whom the researcher interacts with socially, while other people were members of 
the expatriate community in Qatar who were referred to the researcher. At the 
onset, the researcher requested and recorded the e-mail addresses of each of the 
respondents in order to forward the link to the Survey Monkey questionnaire.  
 
1.8.4      Statistical analysis 
 
At the conclusion of the empirical study, the collected data was transferred to an 
MS Excel spread sheet. After this process, the researcher collaborated with a 
statistician from the Nelson Mandela Metropolitan University with regard to the 
type of statistical analysis required. The results were presented in a tabular format 
and an analysis was done by means of a descriptive statistical analysis of the 
mean scores and the standard deviations. These are presented in Chapter five. 
 
However, the inferential statistics employed was the one-way MANOVA test 
(multivariate analysis of variance) to determine whether there were statistically 
significant differences between the mean scores across selected biographical 
details and responses. The one-way ANOVA (univariate analysis of variance) and 
independent t-Test (univariate analysis of variance) were also conducted to 
determine whether significant differences existed where the MANOVA’s were 
significant. Cohen's d test for practical significance and the Cronbach alpha to test 
the internal consistency and reliability of the statements used in the questionnaire 
for this study were also employed. This data is also presented in Chapter five. 
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The conclusion was a recommended framework for the integration of 
skilled/professional self-initiated expatriates into Qatari organisations based on 
the literature review and empirical study (refer to Table 5.35). 
 
 
1.9     ORGANISATION OF THE CHAPTERS OF THE STUDY 
 
Chapter One: presentation of the main problem statement, demarcation of the 
study, key concepts, objectives of the research and assumptions and significance 
of the study. An overview of the research design and methodology used was also 
included. 
 
Chapter Two: provided an overview of multiculturalism in Qatar, the Kafala 
System, the Qatarisation policy and future opportunities for expatriates in Qatar. 
 
Chapter Three: presented a theoretical overview of several existing models of 
adjustment, contemporary expectations organisations have of expatriates, 
expatriate recruitment and selection, employee orientation, cross-cultural training 
and job/community embeddedness. 
 
Chapter Four: covered the research methodology used for this study. 
 
Chapter Five: provided an exposition and analysis of the results of the empirical 
study. 
 
Chapter Six:  presented a final conclusion, the researcher’s recommendations, 
problems and limitations of the study and suggestions for future research. 
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CHAPTER TWO 
 
 AN OVERVIEW OF IMPORTANT SOCIAL, GOVERNMENT, LEGAL  
AND REGULATORY THEMES IN QATAR’S  
WORK AND CULTURAL SYSTEM 
 
 
2.1 INTRODUCTION  
 
In Chapter one of this study, the main and sub-problems were stated, the 
research was demarcated, concepts relevant to the study were defined and an 
overview to the research design and methodology was provided. The purpose of 
this study was to investigate a framework that can be utilised for the integration of 
skilled/professional self-initiated expatriates into Qatari organisations. 
 
In this chapter, an overview of important themes in Qatar’s work and cultural 
system is presented in order to better understand the SIE in the context of living 
and working in Qatar.  
 
 
2.2 WORK AND CULTURAL SYSTEM THEMES 
 
2.2.1     A cultural melting pot 
 
Fromherz (2012: 11) pointed out that there was only one South Asian expatriate 
in Qatar in the 1930’s, a barber from Baluchistan. However, today Qatar is a 
multi-cultural country with an expatriate community comprised of natives from 
many of the world’s countries.  
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The Qatari Ministry of Development Planning and Statistics offers a monthly 
update on the country’s population statistics however it does not provide a 
breakdown according to nationalities. As a result, Snoj (2014) indicated that to 
overcome this hurdle, embassies in Qatar were approached and asked to provide 
more specific information. A total of sixty three embassies reported having citizens 
living and working in Qatar. This data provides a clear indication of the degree of 
multiculturalism that is found in Qatar today.  
 
In this context, one could argue that multiculturalism presents a wide range of 
challenges for Qatar. For example, the government is tasked with finding the right 
balance between maintaining the cultural identity (largely based on Islamic 
principles) of the local minority on the one hand, whilst also creating a welcoming 
and inclusive society for expatriates that will allow them to integrate more 
successfully.  With regard to the latter, many exceptions have been made in Qatar 
to accommodate expatriates (refer to Table 2.1). Nonetheless, it is important to 
point out that the preservation of the country’s traditions is a key government 
challenge that has been included in QNV 2030 (De Bel-Air, 2014: 4). 
 
Table 2.1 found below is an illustration of some of the exceptions that Qatar has 
made for expatriates, that conflict with Islamic principles and culture. 
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Table 2.1: Islamic culture and exceptions for expatriates in Qatar 
Source: Author (2015) 
 
Moreover in 2013 and 2014, the government used its national day celebration to 
build a sense of acceptance and inclusiveness amongst the expatriate majority.  
ISLAMIC CULTURE EXCEPTION FOR EXPATRIATES 
 
The consumption of alcohol by 
Muslims is forbidden in Islam. 
The country has one liquor store, Qatar 
Distribution Company (QDC) in Doha. 
Expatriates are allowed to purchase 
alcohol using a permit and to consume 
it in the privacy of their homes. 
Alcohol is available for purchase by 
expatriates in many licensed 
restaurants and nightclubs across 
Doha. 
The consumption of pork by Muslims 
is forbidden in Islam. 
Expatriates are allowed to purchase 
pork at QDC and to consume it in the 
privacy of their homes. 
It is forbidden in Islam to mix with the 
opposite sex (non-family members) 
and to listen and dance to music. 
There are many nightclubs and bars 
that are available within five star hotels 
for use by expatriates, both male and 
female. 
Muslims should wear attire that 
covers their shoulders and knees 
when in public places. 
Expatriates are allowed to wear 
swimwear at the private beaches at 
many of the five star hotels. 
There is no other God but Allah and 
Mohammed was his last messenger. 
 
Churches are allowed in Qatar for the 
expatriate community to practice 
Christianity. 
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National day in Qatar, which is celebrated on the 18th December annually, is in 
remembrance of an important day in 1878 when Sheikh Jasim, the founder of 
Qatar, succeeded his father, Sheikh Muhammad Bin Thani, and led Qatar 
towards unity. It also emphasizes Qatari traditions and history and reminds 
citizens of their transformation from a country torn apart by conflicting tribal 
allegiances to a united nation (Qatar National Day Celebration Organizing 
Committee, n.d.). 
 
However on both 18th December 2013 and 2014, national day was also a 
celebration of the diversity that is found in Qatar. The National Day Committee 
acknowledged that all locals and expatriates would be involved in the programme 
of events on national day which reflected their love and loyalty to Qatar. In 
addition, the expatriate community has expressed its love and devotion to Qatar 
through participating in the multiple events immersed in Qatari culture. The event 
was branded as the “One Love National Day” (refer to Figure 2.1). 
 
Figure 2.1:  One Love National Day Poster 
Source: Ministry of Interior (2015) 
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On the other hand, there are some elements of local culture that are not 
negotiable and in many cases punishable by law, for example same-sex 
relationships, alcohol intoxication in public places, unmarried couples residing 
together, the use of recreational drugs and dressing inappropriately in public 
places such as malls and the work environment. 
 
With regard to the latter, a campaign was launched in June 2014 to encourage 
expatriates to respect the country’s modest clothing culture. Thomas (2014) 
stated that the campaign called “Reflect your Respect” was launched on 20 June 
2014 before the holy month of Ramadaan began. Local adults and children 
passed out leaflets with chocolates and flowers to remind foreigners of the 
following message: “If you are in Qatar, you are one of us. Help us to preserve 
Qatar’s culture and values, please dress modestly in public places.” (Refer to 
Figure 2.2) 
 
Figure 2.2:  “Reflect your Respect” Information Desk 
Source: De'Mello and Scott (2014) 
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The above information shows that the government of Qatar has to a degree, 
taken a tolerant and liberal approach aimed at helping SIEs to integrate better. 
Nonetheless, there are still many laws and customs that are non-negotiable and 
which SIEs must respect and embrace in order to integrate successfully. 
Additionally, the SIE must also be able to adjust to the Qatari work culture which 
is deeply rooted in religion (Islam) and Arab values. This is discussed in more 
detail in Chapter three, paragraph 3.6, Enhancing Social Awareness: Cross-
Cultural Training and Adjustment. The above discussion also highlights several 
important variables that inform/shape HR policy and practices in Qatari 
organisations. 
 
2.2.2      The Kafala System 
 
Kafala is a system that regulates the residency and employment of expatriates in 
the GCC (Bajracharya, n.d: 4). Bajracharya (n.d: 4 - 5) pointed out that some of 
the elements of the Kafala System include the following: 
 
 The sponsor assumes full economic and legal responsibility of the 
 expatriate employee. 
 The expatriate employee cannot change companies without the permission 
 of the sponsor in the form of a No Objection Certificate (NOC). 
 The expatriate employee cannot leave the county without an exit permit 
that has been approved by the sponsor. 
 
Since the awarding of the FIFA 2022 World Cup, Qatar’s Kafala System has been 
the source of much debate and controversy with many human rights 
groups/countries globally demanding the abolishment of the system. For example, 
at a meeting of the European sub-committee for human rights in Brussels in 
February 2014, a member of the committee commented that the Kafala System is 
the centrepiece of an ineffective migration policy (Kovessy, 2014). 
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In a press release in May 2014, the Qatari government stated that it would be 
abolishing the Kafala System. The government would replace the Kafala System 
with a system based on employment contracts as part of wide-ranging labour 
market reforms that Qatar was undertaking in order to strengthen existing labour 
laws and improve the living and working conditions of expatriate workers in Qatar 
(Hukoomi: Qatar e-Government, 2014). 
 
According to Slaiby (2014) the amendments would still need to be reviewed and 
approved by the Qatar Chamber and Shura Council. The proposed amendments 
were that: 
 
 The Ministry of Interior should be solely responsible for approving/declining 
 exit permits and not sponsors/employers. 
 NOCs would be replaced by employment contracts. Employees would be 
 able to transfer to another company after the end of a fixed term contract. 
 Alternatively, employees with open-ended contracts would be eligible to 
 transfer employment after a period of five years. 
 The government would assume financial liability for the expatriate 
employee instead of the sponsor/employer. 
 The penalty for confiscating an employee’s passport by the 
 sponsor/employer was increased from QR 10,000 to QR 50,000 (ZAR 
 32,300 to ZAR 161,500. (The exchange rate is 1.00 Riyal = 3.23 Rand - 
est. 22 May 2015), (Currency exchange rate conversion calculator, n.d.). 
 
Figure 2.3 below is a photograph taken at the Ministry of Interior press conference 
to announce the Kafala System amendments. 
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Figure 2.3: Ministry of Interior Press Conference - Kafala System                
changes 
Source: Slaiby (2014) 
 
In January 2015, Brigadier Nasser Mohammed Al Sayed, Director of the Search 
and Follow-Up Department at the ministry, said work on the new sponsorship law 
had started long before Qatar won the FIFA 2022 World Cup bid. Furthermore, he 
commented that the law was ready, with all preparations having been completed 
and was in the final stage of issuance (The Peninsula, 2015).  
 
At the end of this research study in May 2015, a date for the adoption of the 
proposed changes into law had not yet been announced by the government of 
Qatar. The above information indicates that there are several possible challenges 
for SIEs that could hinder their ability to adapt to the local work and cultural 
system in Qatar. As such, one could argue that SIEs have a personal 
responsibility to make informed decisions by ensuring that they fully understand 
Qatari migration policy and culture before accepting an offer of employment and 
departing for Qatar. 
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2.2.3        Qatarisation Policy 
 
As mentioned in Chapter one, Qatar’s National Vision (QNV) 2030 sets out the 
principles for developing a sustainable economy and improving the standard of 
living for Qatari citizens. The government of Qatar has recognised that it cannot 
develop its economy and society without developing its citizens. As such, human 
capacity development involves preparing Qatari citizens to become tomorrow’s 
innovators, entrepreneurs, artists and professionals (Ministry of Development 
Planning and Statistics, 2013). 
 
To a large degree, both corporate and public organisations across the country are 
expected to play an integral role in facilitating the success of the country’s human 
capital development strategy. Qatarisation is a strategic government initiative that 
aims to provide employment for Qatari citizens. The key objective is to provide 50 
percent or more Qataris with meaningful permanent employment in integral 
positions in the private and public sector (Qatar Foundation, 2014). 
 
On the other hand, the Developing a School Finance System for K-12 in Qatar 
Report (Rand Corporation, 2009: 4) defined Qatarisation as a form of affirmative 
action that has relied primarily on the use of quotas to encourage local companies 
to employ Qataris. The report also stated that the aim of Qatarisation is to develop 
the Qatari population through employment, education and training. 
 
Since its launch in 2000, Qatarisation, similar to affirmative action in South Africa, 
has proven to be a contentious topic. Some expatriates feel that they are at a 
disadvantage with regard to opportunities for internal promotions and 
career/professional development. However, some Qatari citizens feel that they 
must be provided with employment opportunities and a platform for professional 
development and growth in their native country. 
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The above discussion highlights variables that are unique to Qatar which inform 
human resource management/development policy and practices in Qatari 
organisations. This includes succession planning and internal promotions that 
target Qataris exclusively. A dedicated section within HR departments, solely 
responsible for administering/implementing national development/Qatarisation 
policy is typically found in Qatari organisations. 
 
A Qatari citizen shared his perspective in a blog which stated that Qatarisation 
should be done the right way (Qatarisation: what it should be about, 2009). The 
author commented that government policy should provide Qataris with the 
opportunity to occupy various roles and provide the education and training 
required to fulfill the duties assigned to that role, thus enabling them to be 
functioning members of society. He pointed out that there is a fear that Qataris 
are not running their own country due to the fact that the expatriate community is 
in the majority. Nonetheless, he argued that no Qatari should have the right to 
keep a position based on their nationality but rather they (Qataris) should earn the 
role through their intellect and hard work. He concluded by pointing out that if the 
country creates a system (Qatarisation) with no purpose except for filling a few 
seats in organisations, then they are not thinking about the true future of Qatar 
(Qatarisation: what it should be about, 2009). 
 
On the other hand, Rodriguez and Scurry (2014: 1046) described the impact of 
Qatarisation on SIEs in Qatar as limited organisational opportunities and support. 
Moreover, Fasano and Goyal (2004), Kapiszewski (2006) and Kamrava (2009) 
cited in Rodriguez and Scurry (2014: 1052) argued that forcing organisations to 
take on Qataris and assume responsibility for their professional development 
ignores the shortage of skills in the local/national labour market. The author’s view 
point is congruent with sentiments expressed by INSEAD (refer to Chapter one, 
paragraph 1.1.4). 
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As indicated earlier Qatarisation is a contentious topic with strong arguments for 
and against its existence. Nonetheless, it is important to point out that there are 
many expatriates who have been afforded opportunities for professional 
development and career growth in Qatari organisations. 
 
 
2.3     FUTURE OPPORTUNITIES FOR EXPATRIATES 
 
Until fairly recently Qatar was relatively unknown and did not enjoy much 
prominence in the global arena. By way of illustration for most of its history, Qatar 
has been described as an impoverished home to pearl fishermen and nomadic 
tribesmen (Bates, 2013). As discussed in Chapter one, Qatar is now one of the 
richest countries in the world per capita. Its capital city, Doha has been described 
as one of the world’s fastest growing cities. 
 
Over the past three decades Qatar has experienced exponential growth and 
development driven by revenue from its oil and gas industry. As a result, the 
country has emerged as an economic powerhouse in the Middle East region. 
Figure 2.4 and Figure 2.5 illustrate the phenomenal growth that Qatar has 
experienced over the past three decades. 
 
Figure 2.4:  Aerial view of Doha in the 1980s 
 
Source: Qatarday (2015) 
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Figure 2.5:  Aerial view of Doha in 2015 
 
Source: Qatarday (2015) 
 
Richard Quest (Quest Means Business: Future Cities, 2012) described Doha as 
“a place where old traditions find their place against a backdrop of rapid 
modernization”. He further recognised that amidst a global economic crisis, Qatar 
was at the forefront of multi-billion dollar construction projects. By way of 
illustration the country offers unrivalled opportunities in construction, property and 
infrastructure development (Project Qatar, 2014), leading towards Qatar 2022 and 
as part of the QNV 2030. The following are examples of future projects that are 
envisaged: 
 
 USD 5.5 billion (ZAR 17, 765, 000, 000) deep water port. 
 USD 1 billion (ZAR 3, 230, 000, 000) transportation corridor. 
 USD 140 billion (ZAR 452, 200, 000, 000) for stadiums and roads in 
 preparation for the FIFA 2022 World Cup. 
 USD 5 billion (ZAR 16, 150, 000, 000) Sharq/Doha Bay crossing. 
 USD 70 billion (ZAR 226, 100, 000, 000) on tourism related infrastructure 
 (The exchange rate is 1.00 Riyal = 3.23 ZAR - est. 22 May 2015), 
 (Currency exchange rate conversion calculator, n.d.). 
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One can conclude that in order to deliver on these ambitious infrastructure 
development plans, Qatar will rely heavily on SIEs. There will be a range of 
opportunities available for expatriates in the years ahead therefore a framework 
for the integration of skilled/professional self-initiated expatriates into Qatari 
organisations is of paramount importance. Figure 2.6 and Figure 2.7 below are 
two examples of the envisaged multi-billion dollar infrastructure development 
projects.  
 
As mentioned in Chapter one there is a considerable amount of competition in the 
GCC for expatriate talent. By way of illustration, a recent article reported that the 
Sharq/Doha Bay Crossing project (refer to Figure 2.6) has been delayed due to 
concerns about over run costs and competition for skilled expatriate workers 
(Kovessy, 2015). 
 
Figure 2.6:  Sharq/Doha Bay Crossing 
Source: Public Works Authority (2014) 
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Figure 2.7:  Doha Metro Station 
Source: Doha Metro (2010) 
 
 
2.4 CONCLUSION 
 
In this chapter, an overview of several important social, governmental, legal and 
regulatory themes in Qatar’s work and cultural system was presented in order to 
better understand the context of the SIE in Qatar. Specific attention was given to 
multiculturalism, the Kafala sponsorship system and the country’s Qatarisation 
policy. In addition, an overview was provided of the envisaged infrastructure 
development projects that will provide opportunities for skilled/professional SIEs. 
 
In Chapter three, a theoretical overview of models of adjustment and the 
contemporary expectations organisations have of expatriates will be provided.  
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Additionally, specific attention will be given to expatriate recruitment and 
selection, employee orientation and cross-cultural integration theory. 
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CHAPTER THREE 
 
LITERATURE REVIEW: THE INTEGRATION OF PROFESSIONAL 
EMPLOYEES INTO A FOREIGN ORGANISATION 
 
 
3.1 INTRODUCTION  
 
In Chapter two of this study, an overview of important themes in Qatar’s work and 
cultural system such as multiculturalism, the Kafala sponsorship system and the 
country’s Qatarisation policy was provided. The purpose of the study was to 
investigate a framework for the integration of skilled/professional SIEs into Qatari 
organisations.  
 
In this chapter, several models of adjustment are presented. In addition, the 
contemporary expectations organisations have of employees, especially in a 
globally interconnected environment, are explored. Attention is also given to how 
recruitment and selection, employee orientation, cross-cultural training and 
community embeddedness can enhance the general adjustment/integration of 
expatriates. 
 
Jankowicz (2006: 5) argued that a literature review is not simply a description 
based on various authors’ work, but rather, it needs to lead the reader’s attention 
through the material to the point at which the particular research question is 
obvious. To this end, the literature review in this chapter aimed to explore the 
dominant theme of the research question of this study: What framework can be 
used to integrate skilled/professional SIEs into Qatari organisations? In addition, 
interviews were conducted with a diverse group of ten members of the sample 
group where the empirical study was conducted. The results of these interviews 
are also presented in this chapter. 
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3.2 MODELS OF ADJUSTMENT 
 
As mentioned in Chapter one, there is a substantial amount of academic literature 
on the topic of expatriate (cultural) adjustment. However, most of it relates to the 
traditional expatriate (one sent by a multi-national company on an international 
assignment) and a very limited amount of theory addresses self-initiated 
expatriation. There are however, many similarities between the two types of 
expatriates. For this reason, it is important to discuss the literature associated with 
the traditional expatriate. 
 
In terms of this study, these three models of adjustment are discussed: 
 
 U-Curve Model of Adjustment (Lysgaard, 1955). 
 International Adjustment Model (Black et al., 1991). 
 Model of Stress, Adaptation and Growth (Kim, 2001). 
 
In Chapter one, the researcher pointed out that the above mentioned models do 
not include a reference to the expectations organisations have of 
skilled/professional expatriates or the challenges faced by SIEs. In addition, little 
focus is placed on social and community embeddedness. Nonetheless, these 
models, as reported in literature over the years, provide a good understanding of 
the development of expatriate adjustment and a better context in which to 
understand self-initiated expatriation in Qatar.  
 
3.2.1      The U-Curve Model of Adjustment 
 
A classical model found in academic literature is the U-Curve Model of Adjustment 
which was developed after research conducted by Lysgaard (1955). This 
researcher conducted a study on the experiences of a group of two hundred 
Norwegian students while on Fulbright scholarships in the United States. The 
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sample group consisted of male and female students, scientists and teachers with 
an average age of 30 years and a three month to three year tenure. 
 
The aim of the study was to gather data regarding their motivation to study in 
North America, their general adjustment/satisfaction, their opinion on the country 
and its citizens and their readjustment upon their return to Norway. Although the 
study did not focus specifically on expatriates, it did attempt to investigate the 
adjustment experiences of individuals in a foreign/host country environment. The 
main objective of the study was to collect data regarding professional/educational 
adjustment and personal/social adjustment. As such, the findings of this study 
could provide some insights with regard to SIE integration/adjustment into Qatar. 
Table 3.1 below is an illustration of the questions that were asked during the 
interviews. 
 
Table 3.1: Interview Questions: Lysgaard’s study, 1955 
Source: Adapted from Lysgaard (1955: 46) 
PROFESSIONAL/EDUCATIONAL 
ADJUSTMENT 
 
PERSONAL/SOCIAL ADJUSTMENT 
 
1. Did you receive the correct credit 
transfers for your Norwegian 
qualifications at the American college you 
attended? 
1. Did you feel different from Americans, 
perhaps more superior? 
 
2. Were you satisfied with the methods 
of work/education in America? 
 
2. Was your normal behaviour accepted or 
did you have to change elements of the 
way you usually behave? 
3. Did the American teachers/scientists 
have the appropriate credentials to be 
able to assist you? 
3. Did you find it easy to get meaningful 
personal contact with Americans? 
4. Would you go to the same institution 
knowing what you know about it now? 
4. Do you think it was easy for Norwegian 
students to adjust to American 
morals/standards? 
5. Were you satisfied with the 
professional/educational benefits of your 
stay in America? 
5. Did you enjoy your stay in America? 
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Lysgaard (1955: 47) found positive association between professional/educational 
and personal/social adjustment. In other words, respondents who experienced 
good adjustment in one of the areas (covered by a particular question) also 
experienced good adjustment in the other areas.  
  
Lysgaard (1955: 47 - 48) noted there was also a strong relationship/association 
between items from the two areas, namely professional adjustment and social 
adjustment. He pointed out that the generalisations might be attributable to an 
overlapping of the questions used or that the measures of adjustment responses 
may in fact represent the personality of the respondents. In order to test if the 
respondents’ adjustment was based on their like or dislike for America, their 
responses were related to a stereotype index which ran from very favourable to 
very unfavourable stereotypes of typical Americans. No significant relationships 
were found. 
 
Lysgaard (1955: 49) argued that adjustment is also a time process. In order to 
study the impact of time the respondents were divided into the following three 
groups, namely those who stayed six months or less, six to eighteen months and 
those who stayed eighteen months or more in North America. He concluded that 
adjustment was positive for those who were in both the six months or less and six 
to eighteen month categories whereas the adjustment was found to be less 
positive for those respondents who stayed for eighteen months or more. 
Furthermore, he pointed out that the poorer adjustment found in the eighteen 
months or higher category occurred regardless of age, gender, academic status 
or study programme of the respondents. 
 
He concluded that the adjustment of the Norwegian students followed a U-shaped 
curve. The U-Curve Model (refer to Figure 3.1), was developed by Kalvero Oberg 
in 1960 (Cultural Adaption Models, 2013). It utilises the form of the letter “U” to 
describe the emotional highs and lows that occur during the four phases/stages of 
adjustment (Cultural Adaptation Models, 2013). 
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Figure 3.1:  U-Curve Model of Adjustment 
Source: Liu and Lee (2008: 181) 
  
The four stages can be described as follows: 
  
 Honeymoon: The expatriate is excited by the new/foreign culture of the 
 host country. There is minimal contact with the locals of the county. 
 Culture shock: This is a stage in which the expatriate finds coping with 
 daily life in a foreign culture challenging. 
 Adjustment: In this stage, the expatriate gradually begins to integrate into 
 the work and cultural system. 
 Mastery: This is the stage in which the expatriate is fully integrated into the 
 host country’s culture. 
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Gullahorn and Gullahorn (1963) further developed the U-Curve Model into the W- 
Curve Model (refer to Figure 3.2). The additional “U” represented the expatriate’s 
challenges upon their return with regard to integrating back into the culture of their 
origin country.  
 
Figure 3.2:  W-Curve Model of Adjustment 
Source: Cultural Adaptation Models (2013) 
 
The curve models have been used extensively and have been widely cited in 
academic sources. Nonetheless, critics argue that the models are not empirically 
sound. Ward (1998) cited in Berardo and La Brack (2006: 10) argued that the 
curve models have been on trial for almost forty years and that despite their 
popularity, they should not be acknowledged. The main conceptual criticisms of 
the models have been described as their simplicity, the vagueness of the 
phases/stages, the lack of allowance for variability and doubts about their general 
applicability and usefulness (Berardo & La Brack, 2006: 9). The curve models 
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show general emotional ups and downs that occur, however they are not 
applicable to all expatriates experiences (Cultural Adaptation Models, 2013). 
 
However, Black and Mendenhall (1991) argued that Lysgaard (1955) should be 
acknowledged for beginning the empirical work on the U-Curve Model.  
Nonetheless, they pointed out that Lysgaard (1955) offered no academic 
explanation for his findings or statistical tests to highlight differences among the 
three groups of respondents. Similarly, many researchers have criticised “the 
accuracy and descriptive nature of the U-Curve Model” (Lundstedt, 1963; David, 
1972; Church, 1982; Furnham, 1988; Kim & Ruben, 1988; Black & Mendenhall, 
1991; Ward et al., 1998 cited in Haslberger & Brewster, 2005: 6). 
 
The above model shows that in terms of the adjustment of SIEs in Qatar, one can 
expect them to experience some or all of the four distinct phases discussed 
above. These include the honeymoon period, culture shock, adjustment and 
eventually mastery and integration into Qatar’s work and cultural system. In light 
of this, a robust set of organisational strategies and support will play a crucial role 
in ensuring the timely and successful integration of each SIE into their respective 
organisation’s work system and the wider cultural system found in Qatar. 
 
3.2.2 The International Model of Adjustment 
 
An alternative model proposed by Black et al. (1991) is the International Model of 
Adjustment (refer to Figure 3.3). As mentioned in Chapter one, for the purpose of 
this study the terms integration and adjustment are used interchangeably. 
  
Black et al. (1991: 291 - 292) highlighted an increase in research on cross-cultural 
integration in the academic community, however insufficient academic studies 
have been conducted on the international adjustment of expatriates, such as the 
individuals who come to live and work in Qatar. Furthermore, the existing 
literature at the time consisted primarily of unscientific (without a theoretical basis) 
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empirical efforts to explain cross-cultural integration (Schollhammer, 1975; Adler, 
1983; Mendenhall & Oddou, 1985; Kyi, 1988 cited in Black et al., 1991: 293). 
 
Conversely, at the time of the study the academic literature related to domestic 
adjustment in North America was perceived as theoretically richer and 
demonstrated a better understanding of how expatriates integrate into a new work 
environment after a transfer within their country or when joining a new 
organisation (Feldman, 1976; Van Maanen & Schein, 1979; Louis, 1980a; 
Feldman & Brett, 1983; Latack, 1984; Nicholson, 1984; Jones, 1986; Pinder & 
Schroeder, 1987; Ashford & Taylor, 1990 cited in Black et al., 1991: 292). 
Nonetheless, Black et al. (1991) conceded that there were significant differences 
between local and international cross-cultural integration and therefore an 
essential need existed for a more focused scientific/theoretical framework 
regarding international integration. 
 
Black et al. (1991) intended to combine the theoretical paradigms of domestic and 
international adjustment literature during their study. During their review of 
international adjustment literature they found that five themes of cross-cultural 
adjustment emerged, namely: 
 
 Pre-departure training. 
 Previous international experience. 
 Host country selection systems. 
 Individual skills (of the worker). 
 Non-work variables. 
 
They concluded that three pre-departure factors (i.e. previous international 
experience, pre-departure training and selection) and two post-arrival factors 
(individual skills and non-work variables) were found to influence adjustment. 
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Black et al. (1991: 295) pointed out that domestic and international integration 
were different, however they both involved the process of integrating into a new 
setting. As such, domestic integration literature may provide important information 
for developing a framework for international integration. They conducted a 
literature review of the following four research areas in relation to domestic 
integration: 
 
 Organisational socialisation. 
 Career transitions and sense making. 
 Work role transitions. 
 Relocation/domestic transfers. 
 
The outcome of their research (refer to Figure 3.3) was a combination of both 
domestic and international literature and a more comprehensive academic 
framework of international adjustment compared with that provided by the 
literature at the time of their study. 
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Figure 3.3:  International Adjustment Model 
Source: Black et al. (1991: 303) 
 
3.2.2.1     Anticipatory adjustment 
 
According to the model one dimension of expatriate adjustment is anticipatory, 
that is, it occurs prior to the expatriate departing on an international assignment. 
This stage involves three elements: 
 
(a) Pre-departure cross-cultural training. 
(b) Previous international work experience (of the expatriate). 
(c) Host organisation selection criteria and mechanisms. 
 
(a) Pre-departure cross-cultural training 
 
With regard to pre-departure cross-cultural training, there were several academic 
studies that had investigated the connection with cross-cultural integration 
(Fiedler, Mitchell & Triandis, 1971; Mitchell, Dossett, Fiedler & Triandis, 1972; 
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Black & Mendenhall, 1990 cited in Black et al., 1991: 293). Black et al. (1991: 
293) concluded that the empirical literature in the above mentioned studies gave 
cautious support to the academic argument that pre-departure cross-cultural 
training had a positive effect on cross-cultural integration. Conversely, there has 
been a further development in this particular area that shows pre-departure cross-
cultural training can assist expatriates to adjust to a foreign culture (Foster, 2000 
cited in Neill, n.d.). 
 
(b) Previous international work experience 
 
With regard to previous work experience of an expatriate, Black et al. (1991: 293 - 
294), stated there were differences in the schools of thought within the academic 
community. On the one hand, Church (1982: 549) cited in Black et al. (1991: 293) 
argued that the findings from empirical studies supported the significance of prior 
cultural experience and/or prior exposure in expatriate adjustment. Conversely, 
Torbiorn (1982) cited in Black et al. (1991: 293-294) found the length of 
expatriate’s previous international experience was not connected to more positive 
levels of integration. Nonetheless, Black et al. (1991) concluded that previous 
experience did have a positive effect on overall expatriate adjustment. Similarly, 
Hechanova (2003) cited in Reiche (2011) found through empirical studies that 
previous international experience might contribute to accurate expectations, but 
that it was not a strong predictor of expatriate adjustment. 
 
(c) Host organisations selection criteria and mechanisms 
 
With regard to selection criteria and mechanisms, Black et al. (1991: 294) stated 
that organisations neglected to consider important criteria in their recruiting, 
screening and selection of expatriate workers. These criteria can predict 
successful international adjustment whereas, many researchers had previously 
argued that American multinationals focused only on a single selection criteria, 
that being technical competence in the workplace. 
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3.2.2.2      In-country adjustment 
 
The second dimension in the Black et al. (1991) model involves factors 
influencing the integration within the host country including individual, job, 
organisational and non-work factors. 
 
(a) Individual factors 
 
With regard to individual factors, Mendenhall and Oddou (1985) cited in Black et 
al. (1991: 307) described the ability to have faith in one’s personal capacity and to 
deal effectively with new environments as important in expatriate adjustment. This 
idea was similar to what Bandura (1977) cited in Black et al. (1991: 307) and 
other authors had referred to as self-efficacy. Black et al. (1991: 307) concluded 
that expatriates with higher levels of self-efficacy tended to exhibit new 
behaviours in their host country and used the feedback they received to correct 
their behaviour in order to meet the cultural expectations of their host country. 
Black et al. (1991: 308) argued that this process would facilitate a more positive 
degree of adjustment. 
 
(b) Job factors 
 
Regarding job-related factors after the expatriate’s arrival in a host culture, the 
study pointed out that job role clarity reduced the doubt associated with an 
expatriate’s new work environment, which assisted in more positive integration 
into the workplace (Nicholson, 1984; Pinder & Schroeder, 1987; Black, 1988 cited 
in Black et al., 1991: 309). Moreover, Black et al. (1991) pointed out that 
conflicting messages about the expectations of an expatriate in their new work 
environment would increase uncertainty and therefore inhibit their adjustment.  
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(c) Organisational factors 
 
According to the model above, organisational factors are classified into two 
categories, that being organisational culture and organisational socialisation. 
 
The study highlighted that the novelty of organisational culture can intensify the 
uncertainty within the new work environment in which the job role is being 
executed (Stening, 1979; Church, 1982; Mendenhall & Oddou, 1985 cited in Black 
et al., 1991: 310). As a result, the higher the disparity between the organisational 
culture of the host organisation compared with the culture of the expatriates’ 
previous organisation in their home country, the more difficult their adjustment 
could become. For this reason, organisational support regarding housing, 
schooling and grocery shopping could possibly reduce confusion (Baker & 
Ivancevich, 1971; Copeland & Griggs, 1985; Tung, 1988 cited in Black et al., 
1991: 311) and therefore facilitate better integration (Torbiorn, 1982 cited in Black 
et al., 1991: 311).  
 
Lueke and Syvantek (2000: 384 - 385) described organisational socialisation as 
the process whereby the expatriate adjusts to their new role by learning about 
their job description, the organisation’s policies and procedures and the 
work/performance objectives that are expected. On the other hand, Jones (1986) 
cited in Black et al. (1991:311) found a strong relationship between 
“organisational socialisation methods and low role innovation as individuals’ mode 
of adjustment and between individual socialisation methods and high role 
innovation as the mode of adjustment”.  
 
(d) Non-work factors 
 
The study pointed out that similar to the manner in which job and organisational 
culture novelty could increase doubt, so could the cultural system in the host 
country (Stening, 1979; Church, 1982; Mendenhall & Oddou, 1985 cited in Black 
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et al., 1991: 312). In other words, more differences found between the cultures of 
the host and home country made it more challenging for the expatriate to 
integrate.  
 
Furthermore, Bhagat (1983) cited in Black et al. (1991: 312) argued that non-work 
factors can have an effect on the expatriate’s overall adjustment. Additionally, 
Black et al. (1991) pointed out the adjustment of family members, especially the 
spouse, as one of the most important variables (Black, 1988; Black & Stephens, 
1989 cited in Black et al., 1991: 312). For this reason, they concluded that weak 
cross-cultural integration of a spouse would affect the expatriate worker’s 
integration. 
 
Strubler, Park and Agarwal (2011) pointed out that the advantage of the Black et 
al. (1991) model, is that it moved away from a linear model of adjustment based 
on time, such as the one proposed by Lysgaard (1955). Moreover, it recognises 
the extensive and multi-faceted construct with interacting dimensions involved in 
expatriate adjustment. On the other hand, Strubler et al. (2011: 1) also argued 
that the model is “too descriptive and less prescriptive in nature”. They pointed out 
that a more prescriptive model would guide researchers and practitioners more 
effectively. 
 
The above model shows that, in terms of the adjustment of SIEs in Qatar, one can 
expect them to possibly experience two distinct phases of adjustment, that being 
anticipatory (before they depart for Qatar) and in-country (within the Qatari work 
and cultural system). With regard to anticipatory adjustment and pre-departure 
cross-cultural awareness training, the SIEs previous international experience (to a 
limited degree) and a robust set of recruitment and selection criteria will have a 
positive effect on the SIEs ability to integrate successfully. On the other hand, 
individual factors (self-efficacy of the SIE), job factors (role clarity), organisational 
factors (company housing, schooling allowances, orientation and clear 
performance objectives) and non-work factors (embeddedness into Qatari cultural 
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system, family/spousal support) can contribute towards a more positive degree of 
adjustment. 
 
3.2.3      The Model of Stress, Adaptation and Growth 
 
Cross-cultural adaptation has been investigated globally by the academic 
community since the beginning of the twentieth century (Kim 2001: 11). 
Nonetheless, Kim (2001) pointed out that there is a disconnection in the field, 
regardless of the knowledge that has been contributed to the academic 
community. By way of illustration, Kim (2001:21) argued that the findings on the 
U-Curve Model have been varied.  Torbiorn (1982) cited in Kim (2001) found that 
the satisfaction levels of expatriates followed a u-curve pattern however, after six 
months in the host country their satisfaction levels were much lower than they had 
been upon their arrival. Furthermore, towards the end of their first year, the 
expatriate’s satisfaction level gradually started to improve. Kim (2001) offered a 
theory that is significantly different from the Lysgaard (1955) U-Curve Model and 
International Adjustment Model (Black et al., 1991) that were discussed earlier in 
this chapter. 
 
Kim (2001) proposed an alternative model based on how humans function as a 
system (refer to Figure 3.4). The model argued that adjustment and personal 
growth happen in a gradual, spiral like process. In this model the expatriate 
alternates between stressful experiences and growth, resulting in their 
adjustment. In each stressful situation the expatriate moves to a higher level of 
personal growth and adjustment within their host country’s environment. As 
mentioned in Chapter one, considering the cultural differences between the 
Middle East and other parts of the world, it can be assumed that some expatriates 
will face a considerable amount of adjustment challenges on arrival in Qatar, 
which would result in stress. 
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Figure 3.4:  The Stress, Adaptation and Growth Model 
Source: Kim (2001) 
 
By way of illustration, Kim (2001: 55) stated that adaptive change causes stress, 
and that the individual experiences conflict between retaining their identity and the 
desire to adopt new behaviours in order to integrate into their host country. 
Furthermore, she pointed out that the conflict is between the need for 
acculturation and the resistance to de-culturation. The result of this conflict is 
internal turmoil which can, in severe cases, lead to emotional breakdown. During 
these changes an expatriate could experience a state of disequilibrium which is 
reflected in their uncertainty. Similarly, Ward (2001) cited in Cultural Adaptation 
Models (2013) stated that expatriates need to make many personal adjustments 
in a foreign environment at the beginning of an assignment, and that these 
psychological adaptations can cause stress and in some instances high anxiety. 
 
Kim (2001: 55) further argued that an individual’s stress is a direct result of their 
inadequacy within the demands of their host country, which is at its strongest, 
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during the initial phases of cross-cultural adjustment. By way of illustration, within 
the first twelve months in a host country, an expatriate may experience nearly one 
third of what Holme and Rahe (1967) cited in Kim (2001: 55) identified as the forty 
three most significant life changes that lead to stress. Baron (2006: 131) 
described the Holme and Rahe test as a scale to measure life events which is 
used to evaluate the amount of stress in an individual’s life. 
 
Humans are characteristically self-regulating in nature. In light of this, the body 
triggers defensive responses during periods of stress. In the case of an 
expatriate, they try to retain their culture through a form of psychological 
maneuvering (Lazarus, 1966; Brody, 1969; White, 1976; Lazarus, Cohen, 
Folkman, Kanner & Schenfer, 1980 cited in Kim, 2001: 55 - 56). Kim (2001) 
pointed out that an expatriate’s reaction to acculturative demands is partially 
formed by personality and that an inadequately equipped individual will 
experience challenges. 
 
The height of awareness that one experiences during the state of stress can 
propel the individual towards developing new cultural behaviours which is a state 
of stress-adaptation disequilibrium, followed by a period of personal growth (Kim, 
2001: 56). Stress, adaptation and growth highlight the core of an expatriate’s 
experiences in a new/foreign environment and present a three pronged stress-
adaptation-growth dynamic in a forward and upward direction, increasing the 
individual’s chance of success in the host environment. 
 
Kim (2001: 56 - 57) also argued that the stress-adaptation-growth dynamic occurs 
in a continuous cyclical manner and that in this interconnectedness between 
stress, adaptation and growth, expatriates respond to a stressful experience by 
“drawing back” which triggers their adaptive energy to help them to move forward. 
Kim (2001: 57) stated that the “adaptive journey of the expatriate follows a pattern 
that contrasts novelty and confirmation, attachment and detachment, progression 
and regression, integration and disintegration, construction and destruction”. She 
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concluded that the forces of attachment, progression, integration and construction 
define the overall direction of the movement of intercultural transformation 
towards greater adaptation and growth. 
 
Additionally, Kim (2001: 59) highlighted that over an extensive period of time, the 
expatriate goes through internal change and that the variations of stress and 
adaptation lessen in intensity which leads to a state of calmness in the individual’s 
internal condition. As such, the stress-adaptation-growth dynamic depicted earlier 
(refer to Figure 3.4) can be modified to show a diminishing severity in fluctuation 
over time (refer to Figure 3.5). 
 
Figure 3.5: Diminishing stress-adaptation-growth fluctuation over time 
Source: Kim (2001) 
 
Moreover, Kim (2001: 59) noted that not all individuals are capable of making 
transitions and that the individual’s internal capacity has a direct effect on the 
maintaining and restoring of balance. In a situation where an individual resists 
change, stress levels are intensified and they experience a negative adjustment 
cycle. This can be described as a regressive process of change with increased 
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stress. She concluded that most individuals in a foreign environment demonstrate 
a healthy ability to manage cross-cultural experiences successfully and that 
research data provides direct/indirect evidence that stressful experiences may lay 
the foundation for adaptive change. 
 
Samovar, Porter, McDaniel and Roy (2015: 434) stated that there are many 
empirical research studies in social sciences that provide direct and indirect 
support for the relationship between stress experienced in intercultural 
environments and adaptation and growth as illustrated in the Kim (2001) model. 
Nonetheless, the model focuses on the stress, adaptation and personal growth of 
the expatriate without any reference to important variables such as pre-departure 
training, organisational support or the importance of job and community 
embeddedness. 
 
In terms of the adjustment of SIEs in Qatar, the above model shows that one can 
expect the SIE to possibly alternate between stressful experiences in Qatar’s 
work and cultural system and personal growth. The stressful experiences will be 
characterised by the conflict between the SIE wanting to retain their origin 
country’s customs and cultural identity and their desire to adopt new behaviours 
that will facilitate easier integration into Qatar’s work and cultural system. In each 
situation, the SIE will move to a higher level of adaptation into Qatar’s work and 
cultural system, and as time passes the variations of stress and adaptation will 
decrease in intensity for the SIE. 
 
Many models, other than those of Lysgaard (1955), Black et al. (1991) and Kim 
(2001) in existing academic literature, aim to explain the complex process of 
expatriate (cultural) adjustment. However, none of the models in current literature 
refer to the expectations organisations have of skilled/professional expatriates or 
the challenges faced by SIEs. In addition, as mentioned earlier less focus is 
placed on social and community embeddedness.  
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Nonetheless, the models of Lysgaard (1955), Black et al. (1991) and Kim (2001) 
provided a better understanding of the development of expatriate adjustment and 
a better context in which to understand the integration of SIEs into the Qatari work 
and cultural system. Specifically in terms of adjustment, these models highlighted 
that both pre-departure and in-country adjustment will play an important role in the 
overall integration of a SIE into Qatar.  
 
A synthesis of the discussion on the three adjustment models suggests that with 
regard to pre-departure adjustment selection criteria, previous international 
experience and cross-cultural training are important variables. On the other hand, 
when the SIE arrives in Qatar, organisational support for the individual (with 
regard to self-efficacy), job role clarity and organisational socialisation become 
important. Non-work factors such as support for housing, schooling allowances 
and the spouse/family of the expatriate will all have a positive effect on the SIEs 
ability to integrate effectively into the community. Qatari organisations should also 
be mindful of the fact that expatriates may experience culture shock and stress 
and organisational strategies to support them in this regard are essential. 
 
As a result of the unique shortcomings of each of the models discussed in this 
chapter, the PEI Model for SIE integration was developed by the researcher as 
the conceptual model/framework for this study (refer to Chapter one, Figure 1.7). 
 
 
3.3 CONTEMPORARY EXPECTATIONS ORGANISATIONS HAVE OF 
EXPATRIATES 
 
This section is aimed at addressing sub-problem one, as was stated in Chapter 
one. 
 
74 
  
Sub-problem 1: What are the expectations that organisations have of 
skilled/professional SIEs, especially those entering the Qatari work and cultural 
system? 
 
One could argue that organisations have expectations of skilled/professional 
expatriates, which over the years have become more substantial due to a variety 
of forces such as globalisation, technology and environmental sustainability. 
These expectations could be driven by the geographical location of the 
organisation, the business strategy and/or the industry/sector of the organisation. 
In terms of this study, the researcher has focused on the impact of globalisation 
on the expectations that organisations have of expatriates. 
 
3.3.1      The impact of globalisation 
 
The term globalisation has become well known over the last two decades. The 
increase in knowledge exchange, trade and capital driven by technological 
modernisation, has catapulted the idea of globalisation from obscurity into 
significance (The Economist, 2013). Through this inter-connectedness, people are 
exposed to global communication, different cultures and opportunities world-wide. 
Globalisation has fuelled organisations and countries towards building and/or 
strengthening knowledge-based economies. However, a government requires 
skilled/professional workers in order to build a competitive, knowledge-based 
economy.  SIEs can provide organisations and countries globally with a healthy 
pipeline of skilled/professional workers. 
 
Cherrington and Middleton (2015a: 84) described globalisation as having a strong 
effect on HR functions. For example, they argued that globalisation has increased 
the flow of workers across national boundaries in the form of knowledge workers. 
As mentioned in Chapter one, QNV 2030 sets out the principles which Qatar will 
use to develop a sustainable economy. Qatar aims to create a knowledge-based 
economy that will benefit not just citizens, but the region and international 
75 
  
community. A key objective found under the Human Development pillar of QNV 
2030 states that the country will recruit the right mix of expatriate labour and 
retain those who are outstanding among them (Ministry of Development Planning 
and Statistics, 2013). 
 
Hutton and Levy (2012: 14) stated that to define a knowledge-economy, three 
classifications can be observed: 
 
 Industry classifications - definitions rooted in the Organisation for Economic 
 Co-operation and Development’s (OECD) list of highly knowledge intensive 
 sectors (e.g. high and medium technology, manufacturing and value-added 
 service industries). 
 Occupation classifications - managers, professionals and associate 
 professionals as the top occupations for knowledge workers. 
 Skill classifications - graduates as knowledge workers. 
 
Wartzman (2014: 1) pointed out that in 1959 Peter Drucker, a renowned author 
and management consultant, predicted the transformation of society to an age 
where human beings would “generate value with their minds rather than with their 
muscle”. One could argue that in order to build a competitive knowledge-based 
economy, organisations around the world will require knowledge workers. As 
discussed earlier in Chapter one, Qatar does not have sufficient nationals and the 
associated (technical) capacity to deliver on its ambitious plans of growth and 
development. For this reason, one could argue that skilled/professional SIEs can 
provide Qatar with a pipeline of knowledge workers that could act as an impetus 
towards building their knowledge-based economy. 
 
3.3.2      Knowledge workers: skilled/professional SIEs 
 
Reinhardt, Schmidt, Sloep and Drachsler (2011) pointed out that cognitive 
processes, the foundational task of knowledge work, distinguishes the knowledge 
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worker from the traditional worker. Moreover, they argued that the processing of 
non-conventional problems/challenges is commonly found in knowledge work. 
However, Davenport (2005 cited in Mladkova 2011: 249) defined knowledge 
workers as employees with a high degree of education, expertise and experience 
that create, distribute and think for a living. A knowledge economy is formed by 
employees who engage in knowledge intensive tasks on a daily basis (Reinhardt 
et al., 2011). In light of this, one could argue that skilled/professional SIEs will play 
an integral role alongside skilled Qatari nationals, in building the country’s 
knowledge-based economy. The role of knowledge workers is significantly 
different from that of the traditional worker. Mladkova (2011: 250) provided a good 
illustration of the differences found between knowledge and non-knowledge work 
(refer to Table 3.2). 
 
Table 3.2: Knowledge versus non-knowledge work 
Source: Mladkova (2011) 
 
In light of the above, one could argue that the main difference between the two 
types of workers is that a non-knowledge worker acts as a tool whereas a 
knowledge worker acts a strategic agent with regard to building/maintaining a 
77 
  
knowledge-based economy. However, based on current academic literature, 
Reinhardt et al. (2011) provided a typology of knowledge actions that are required 
from knowledge workers (refer to Table 3.3). 
 
Table 3.3: Typology for knowledge actions 
Source: Adapted from Reinhardt et al. (2011) 
 
AUTHOR (S) 
 
KNOWLEDGE ACTIONS 
Davenport, 1999  Acquisition 
 Application 
 Creation 
 Dissemination 
 Documentation 
 Packaging 
Davis, 2003  Authoring 
 Reviewing 
 Planning 
 Collaboration 
 Communication 
Sellen & Harper, 2003  Acquiring 
 Annotating 
 Composing 
 Organising 
 Processing 
Effimova, 2004  Awareness 
 Collaboration 
 Conversations 
 Creativity 
 Establishing 
     relationships 
 
 Maintaining                 
relationships 
 Exposure 
 Lurking 
 Making sense of 
information 
 Organising ideas 
Holsapple & Jones, 
2004, 2005 
 Acquisition 
 Assimilation 
 Control 
 Coordination 
 Emission 
 Generation 
 Leadership 
 Measurement 
 Selection 
Hadrich, 2008  Acquisition 
 Authoring 
 Co-authoring 
 Expert search 
 Feedback 
 Invitation 
 Training 
 Update 
Bernstein, 2010  Analysing 
 Applying 
 Evaluating 
 Organising 
 Presenting 
 Retrieving 
 Security 
 Sharing 
 Storing 
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The above information suggests that there is a wide range of actions that are 
typically expected from knowledge workers such as the SIEs in Qatari 
organisations. Moreover, Reinhardt et al. (2011) described the type of roles (and 
the applicable actions) that the knowledge worker should assume during the 
application of their existing knowledge in the workplace and/or the generation of 
new knowledge (refer to Table 3.4). 
 
 Table 3.4: Typology of knowledge worker roles and applicable actions 
 Source: Adapted from Reinhardt et al. (2011) 
ROLE DESCRIPTION ACTIONS 
Controller Use raw information to monitor the 
organisations performance. 
Analyse, disseminate, information 
organising, monitoring. 
Helper Transfer of information teaching 
others. 
 
Authoring, analyse, dissemination, 
feedback, information search, 
learning networking. 
Learner Use information to build personal 
knowledge, skills and capability. 
Acquisition, analyse, expert search, 
information search, learning, service 
search. 
Linker Synthesize information from a 
variety of sources to generate new 
information. 
Analyse, dissemination, information 
search, information organising, 
networking. 
Networker Build collaborative relationships 
within a field to share information 
and support colleagues. 
Analyse, dissemination, expert 
search, monitoring, networking, 
service search. 
Organiser Personal and organisational 
planning. 
 
Analyse, information organisation, 
monitoring, networking. 
Retriever Research/collect information on a 
given topic. 
 
Acquisition, analyse, expert search, 
information search, information 
organisation, monitoring. 
Sharer Disseminate information to a 
community. 
Authoring, co-authoring, 
dissemination, networking. 
Solver Provide ideas for problem solving. 
 
Acquisition, analyse, dissemination, 
information search, learning, service 
search. 
Tracker Monitor and react to potential 
personal and organisational 
problems. 
Analyse, information search, 
monitoring, networking. 
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The above information suggests that there are a wide range of roles and 
applicable actions typically expected from knowledge workers such as the SIEs 
based in Qatari organisations. 
 
Brelade and Harman (2007: 3 - 4) argued that there are five distinct levels of 
knowledge workers (refer to Figure 3.6) and described these levels as follows: 
 
 Knowledge handlers/users: role involves inputting information and 
 generating routine output - utilises knowledge and information to deliver 
 services e.g. call centre agent. 
 
 Knowledge experts: qualified, professional role e.g. engineer, architect 
 etc. May be a consultant or contractor. 
 
 Knowledge managers: organisational role - ensures knowledge and 
 resource inputs are coordinated and outputs met. 
 
 Knowledge creators: develop new ideas and innovation e.g. product, 
 services, policy etc. 
 
 Knowledge capitalisers: use knowledge to convert it to financial and/or 
 social wealth. 
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Figure 3.6:  Levels of knowledge workers 
Source: Brelade and Harman (2007: 3) 
 
With regard to this study, one could argue that skilled/professional SIEs entering 
Qatar are in fact knowledge workers. Additionally, regardless of the job role that 
the SIE holds in their organisation (management or non-management), there is a 
consistent set of knowledge worker roles and applicable actions that are expected 
of the SIE (knowledge worker) as outlined in Table 3.3 and Table 3.4. 
 
3.3.3      Knowledge workers: supporting national development 
(Qatarisation) 
 
In Chapter two, Qatarisation was described as a government initiative, similar to 
affirmative action in South Africa, which aims to develop the local population 
through employment, education and training. SIEs in their role as knowledge 
workers will play an important role in the workplace with regard to contributing 
towards developing the knowledge, skill and capability of the Qatari workforce. By 
way of illustration, based on the Qatar National Vision 2030 Report (Ministry of 
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Development Planning and Statistics, 2013), the future economic success of 
Qatar was described as being heavily dependent on the capacity of Qatari 
citizens to engage with a contemporary global market which is knowledge-based 
and very competitive.  To meet the challenge, Qatar is facilitating the effective 
participation of Qatari nationals within the Qatari work environment. 
 
A synthesis of the above discussion regarding contemporary expectations of 
expatriates, suggests that the profile for an ideal SIE includes an 
academic/tertiary education, solid work experience and strong expertise in their 
field of work. As such, one could argue that a shared, contemporary expectation 
of Qatari organisations of skilled/professional SIEs is that they use their 
knowledge to actively contribute towards Qatari citizen/national development as 
well as the general dissemination of their knowledge within their respective 
organisations. This in turn, will contribute to the government’s plan to transform 
Qatar from that of an oil and gas-based economy to a knowledge-based 
economy.   
 
Knight (2013: 59) stated that Qatar needs the appropriate human capital to create 
the research culture required in its knowledge-based economy. For this reason, 
there has been a considerable amount of effort made by the Qatari government to 
attract researchers (knowledge workers) into the country. 
 
In the next sections, the focus is on strategies for enhancing the adjustment of 
expatriates into a new work environment and society.  Specifically, attention is 
given to expatriate recruitment and selection, orientation and cross-cultural 
integration. 
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3.4 EXPATRIATE RECRUITMENT, SELECTION AND ADJUSTMENT 
 
This section is aimed at addressing sub-problem two, as was stated in Chapter 
one. 
 
Sub-problem 2: What are the theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system, specifically in relation to 
recruitment and selection, orientation and cross-cultural integration? 
  
One could argue that to a large degree, the successful integration of an expatriate 
into their host organisation and the local culture in Qatar can be attributed to the 
effectiveness of the recruitment and selection process. Poor decisions can lead to 
a range of negative outcomes including the failure of an expatriate to integrate 
successfully into the Qatari work and cultural system. 
 
As mentioned in Chapter one recruitment is the process of generating a pool of 
capable people to apply for employment to an organisation. On the other hand, 
selection is the process by which managers and others use specific instruments 
to choose from a pool of applicants a person or persons more likely to succeed in 
the job(s), given management goals and legal requirements (Rees & French, 
2010: 170). Keenan (2011: 1) stated that recruitment and selection are important 
for the performance of an organisation, since those selected become the 
resources for all HR interventions.   
 
3.4.1 Recruitment  
 
In order to recruit a pool of suitable candidates with the appropriate knowledge, 
skills and attitudes, organisations must have a comprehensive recruitment 
strategy/process. As mentioned in Chapter one as a result of globalisation many 
researchers have claimed that the war for talent is making the recruitment of 
expatriate talent very difficult. According to the CIPD, the recruitment process 
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involves four key stages (CIPD, 2014b). An overview of these stages is provided 
below. 
 
(a) Defining the role 
 
Job Analysis 
Prior to recruiting for a job role, it is imperative to take time to collect data about 
the role. This implies reviewing the purpose, tasks and outputs expected from the 
job incumbent as well as how the role fits into the departmental/organisational 
structure. The job analysis should result in a job description and person 
specification. 
 
Job Description 
Following the job analysis a job description must be written. This clarifies the job 
to potential candidates and helps the recruitment phase by providing a reference 
point for both recruiters and hiring managers. 
 
Person Specification 
A person specification provides the fundamental and desirable criteria in the 
selection process. This is commonly based on organisational competency 
frameworks as well as technical/role specific competencies. The job description 
and person specification can be used to communicate performance requirements 
to potential candidates. Cooper et al. (2003) cited in Illes (2009) argued that 
providing candidates with a realistic job preview is critical when recruiting. For 
example, organisations should provide detailed and realistic job information which 
will result in realistic expectations as well as a better person-job fit. In the case of 
this study providing this information can have a positive impact on the integration 
of the expatriate into Qatar’s work and cultural system. Similarly, Cherrington and 
Middleton (2015b: 67) stated that new employees should receive realistic job 
previews so that they do not expect a work environment that is different to what 
they actually find.  
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Table 3.5 illustrates the effect of selecting the right candidate with regard to the 
employee’s satisfaction, commitment and performance. 
 
 Table 3.5: Selection, socialisation and fit 
Source: Adapted from Illes (2009: 9) 
 
The above information suggests that selecting a candidate with the appropriate 
skills and abilities, typically leads to a job and organisational fit. In addition, it is 
clear that it is important to consider whether the employee’s personality, values 
and motivation are aligned with the organisational culture. This in turn leads to a 
higher degree of employee satisfaction, commitment and performance. 
 
(b) Attracting applications 
 
According to the CIPD (2014b) there are many ways of generating interest from 
candidates which include: internal methods, external methods (corporate website, 
professional networking sites, recruitment agencies, job notice boards) and 
employee referral schemes. Similarly, Illes (2009: 10 - 11) described the following 
methods that can be used during the recruitment process: 
 
 Advertising: general print media, use of local radio etc. 
 Recruitment agencies/headhunters: can be used for more senior roles, 
 interim managers or temporary staff. 
 Internal advertising: to recruit existing staff who match the requirements for 
 the job role. 
JOB FIT 
 
ORGANISATIONAL 
FIT 
HIGHER LOWER 
 
 Skills 
 Abilities 
 
 Personality 
 Values 
 Goals 
 Attributes 
 
 
 Satisfaction 
 Commitment 
 Performance 
 
 Stress 
 Turnover 
 Absence 
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 Word of mouth: using existing staff networks of friends, relatives or ex-
 colleagues. 
 Internet: company website, online recruitment websites. 
 
The above information suggests that there is a wide range of recruitment 
modalities available to organisations in Qatar. These modalities allow them to 
recruit/source a pool of skilled candidates in order to select the right candidate 
that will be a job/organisational fit. In turn, each of these candidates will be able to 
integrate effectively into the Qatari work and cultural system. 
 
(c) Managing the application  
 
The main formats in which applications are commonly received are curriculum 
vitaes (CVs), a paper based or online application form. A well designed 
application form allows the recruiter to collect important candidate information in a 
consistent manner which makes assessing candidate suitability more systematic. 
On the other hand, a CV allows the candidate to provide information that is not 
covered in the application form. 
 
Additionally, the CIPD (2014b) also highlighted the importance of creating a 
positive candidate experience. They argued that the recruitment process is a two 
way process, as the candidate is also assessing the organisation. Therefore the 
type of experience the candidate has throughout the recruitment process will 
impact on their view of the organisation. 
  
In terms of this study, it is clear from the above guidelines that it is essential that 
the job description, person specification, application form and CV are used to 
shortlist expatriate candidates (who meet the set criteria), for the interview phase 
of the recruitment process in Qatari organisations. 
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3.4.2 Selection 
 
Illes (2009: 12) stated that selection aims to answer the question: “How do we 
choose the best person?” 
 
With regard to expatriate selection, Adler and Zhu (2005: 3) stated that there is a 
broad list of variables proven to be useful in predicting expatriate success on an 
international assignment. However, there is not much of agreement on which of 
these should be utilised in expatriate selection. 
 
The more widely used selection criteria included: technical competence, self-
motivation prior to work performance, managerial skills and independence, 
language fluency, interpersonal skills, personality, family situation  and previous 
international experience (Caliguri, 2000; Selmer, 2001; Franke & Nicholson, 2002; 
Huo et al., 2002; Welch, 2003; Graf, 2004 cited in Adler & Zhu, 2005: 4). 
 
In terms of this study, an overview of Ronen’s (1989) Model of Expatriate 
Selection cited in Chew (2004), global criteria as a predictor of cross-cultural 
expatriate success and the Big Five Model of Personality are provided. 
 
3.4.3 Ronen’s Model of Expatriate Selection 
 
Tung (1987) cited in Chew (2004:6) investigated expatriate selection methods 
across 80 multinationals in the United States of America and identified four areas 
which can potentially contribute to expatriate success. These were technical 
competence in the job role, personality traits, environmental factors and the 
expatriate’s family situation. Ronen’s Model of Expatriate Selection (Chew, 2004: 
6) is based on Tung’s findings. The model describes five important areas which 
include job factors, relational dimensions, motivational state, family situation and 
language skills (refer to Table 3.6).  
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Table 3.6: Ronen’s Model of Expatriate Selection  
Source: Adapted from Chew (2004: 6) 
 
In terms of adaptation to Qatar, it is clear from the above that aspects such as the 
SIEs technical skills, familiarity with Qatari/Arab culture, interpersonal skills, 
motivational state, family situation and proficiency in Arabic could have a positive 
effect on the SIEs adjustment to Qatar’s work and cultural system. 
 
3.4.4 Global criteria as predictors of cross-cultural success 
 
Global and diverse factors that impact on economies also impact on the selection 
and recruitment practices (Howard, 1995; Dunnette, 1997; Schmitt & Chan, 1998; 
Ilgen & Pulakos, 1999; Kraut & Korman, 1999a; Pearlman & Barney, 1999 cited in 
Hough & Oswold, 2000: 632). 
 
With regard to expatriates, their success has been investigated in many 
empirical/academic studies and connected to the common traits that successful 
expatriates exhibit. These include empathy, respect, interest in local culture, 
JOB 
FACTORS 
RELATIONAL 
DIMENSIONS 
MOTIVATIONAL  
STATE 
FAMILY 
SITUATION 
LANGUAGE 
SKILLS 
 
Technical 
Skills 
Tolerance for 
ambiguity 
Belief in the 
mission 
Willingness 
of spouse to 
live abroad 
Host country 
language 
Familiarity: 
host country 
Behavioural 
Flexibility 
Congruence with 
career path 
Adaptive, 
supportive 
spouse 
Non-verbal 
communication 
Managerial 
skills 
Non- 
judgmental 
Interest in 
overseas 
experience 
Stable 
marriage 
 
Administrative 
competence 
Cultural 
empathy, low 
ethnocentrism 
Interest in host 
country culture 
  
 Interpersonal 
skills 
Able to acquire 
new behaviour, 
attitudes 
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flexibility, tolerance, technical skills, initiative, open-mindedness, sociability and 
positive self-image (Kealey & Ruben, 1983 cited in Harvey, Novicevic & Kiessling, 
2002: 497). Therefore, expatriates who demonstrate the above mentioned traits 
are more likely to successfully adjust to the Qatari work and social environment. 
 
3.4.5      The Five Factor Model 
 
Hough and Oswald (2000: 636) recognised that the Five Factor Model (FFM) 
which accounts for the different traits that make up human personality has 
enjoyed considerable support in the academic community. According to Judge, 
Bono, Ilies and Gerhardt (2002: 767), the five personality traits in the model 
include: 
 
 Extroversion: the inclination to be social, assertive and active with energy 
 and zeal. 
 Agreeableness: the inclination to be trusting, caring and gentle. 
 Conscientiousness: this refers to achievement and dependability. 
 Neuroticism: the inclination to exhibit weak emotional adjustment and 
 experience hostility, anxiety and insecurity. 
 Openness to Experience: the inclination to be imaginative, non- 
 confirmative, unconventional and autonomous. 
  
Caligiuri (2010: 78) argued that selection systems should include a personality 
assessment early in the recruitment process. He further pointed out that a 
personality assessment could assist in deciding if a candidate was the right fit for 
an international assignment. By way of illustration Teagarden and Gordon (1995) 
cited in Huang, Chi and Lawler (2005: 1657) found open-mindedness was related 
to positive expatriate adjustment, while Kets de Vries and Mead (1991) cited in 
Huang et al. (2005: 1657) suggested curiosity was also a factor in the expatriate’s 
level of adjustment. It was argued that these two traits may belong to the 
construct of “openness to experience” in the big five framework (Barrick & Mount, 
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1991 cited in Huang et al., 2005: 1657). Moreover, research on team 
effectiveness produced evidence for the hypothesis of matching team members’ 
personalities with that of the team culture (Moynihan & Peterson, 2001 cited in 
Huang et al., 2005: 1657). 
 
Many scholars have highlighted that expatriates must have the desire to interact 
with host country citizens in order to better understand the culture of the host 
country (Black, 1990; Searle & Ward, 1990 cited in Huang et al., 2005: 1660). 
Furthermore, studies by Armes and Ward (1988) cited in Huang et al., (2005: 
1660) found evidence that extroverted people enjoyed more positive adjustment. 
In addition Caligiuri (2010), found that compared to introverted expatriates, 
extroverted expatriates were evaluated higher with regard to performance in the 
workplace. 
 
With regard to agreeableness, many authors have argued that it is an 
interpersonal variable that is associated with social perception (Barrett & 
Pietromonaco, 1997) and cooperativeness (Chatman & Barsade, 1995 cited in 
Huang et al., 2005: 1661). Additionally these authors have further pointed out that 
agreeable expatriates would tend to adhere to the norms of others because they 
seek acceptance and friendship. For this reason, a highly agreeable expatriate 
would attempt to understand how their local counterparts think and be more 
accommodating of their behaviours, including during times of conﬂict. 
 
Mount and Barrick (1995) cited in Huang et al. (2005: 1661) argued that 
conscientiousness describes the degree of respect the expatriate has for societal 
roles, which shows trustworthiness towards others. Huang et al. (2005: 1661) 
argued that expatriates with high conscientiousness work hard in their job 
assignments, demonstrate responsibility and conduct their tasks in a methodical 
manner. As a result, expatriates with high conscientiousness will complete tasks 
successfully and achieve greater work adjustment leading to a more positive level 
of overall adjustment. 
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Neuroticism is linked to impaired emotional control and stability (Mount & Barrick, 
1995 cited in Huang et al., 2005: 1662). Expatriates who have high levels of self-
management, which includes control and stability, perform better when interacting 
with host nationals, regardless of inadequate evidence provided by empirical 
studies regarding the relationship with expatriate integration (Huang et al., 2005: 
1662). 
 
With regard to openness to experience, Mount and Barrick (1995) cited in Huang 
et al. (2005: 1662) described individuals with this personality trait as being open-
minded, curious, original, intelligent and imaginative. Additionally, Huang et al. 
(2005: 1662 - 1663) argued that an expatriate who is open to experience shows 
an interest in learning their host country’s cultural system and arrives with fewer 
unrealistic assumptions. 
 
The above information suggests that characteristics such as openness to 
experience, extroversion, agreeableness, conscientiousness and the overall level 
of emotional intelligence of the SIE could all enhance favourable adjustment to 
Qatar’s work and cultural system. According to Salovey, Brackett and Mayer 
(2004: 31) emotional intelligence can be defined as “the ability to perceive 
emotions, to access and generate emotions so as to assist thought, to understand 
emotions and emotional knowledge and to reflectively regulate emotions so as to 
promote emotional intelligence and intellectual growth”. All of these factors can 
have a positive impact on expatriate work performance and overall integration as 
illustrated in Figure 3.7 below. 
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Figure 3.7:  The relationship between personality, competence and performance 
Source: Illes (2009: 16) 
  
3.4.6     Selection techniques  
  
Illes (2009: 13) stated that selection techniques can be classified according to 
whether they aim to assess past (predicts future behaviour), present (assess 
current levels of performance) or future behaviour. Table 3.7 is an illustration of 
the various types of selection techniques. 
 
 
 
 
 
 
 
 
 
92 
  
Table 3.7: Types of selection techniques 
Source: Adapted from Illes (2009) 
 
With regard to the validity of the above mentioned selection techniques, Illes 
(2009: 14) pointed out that some techniques show a higher validity when 
compared to others as illustrated in Figure 3.8. 
 
Figure 3.8:  Validity of selection techniques 
Source: Illes (2009) 
PAST 
(Past Performance) 
PRESENT 
(Current Performance) 
FUTURE 
(Future Performance) 
 Structured interview  Graphology  Situational interviews 
 Behavioural interview  Ability tests  Hypothetical 
interviews 
 References  Aptitude tests  
 Observation  Self-assessment  
 Astrology   Personality inventory  
 Biodata  Unstructured                  
interview 
 
  Work samples  
  Assessment centres  
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The above information suggests that a structured interview is the selection 
technique with the strongest validity. As such, HR organisations in Qatar should 
ensure that they conduct structured interviews that are competency-based and 
aligned to the job description and person specification (including behavioural 
competencies) of a particular role. As mentioned earlier, a personality 
assessment can also be used during the recruitment process to assist in 
assessing whether a candidate is the right fit for an international assignment in 
Qatar. A structured interview coupled with a personality assessment will assist HR 
organisations in Qatar to select expatriate workers who are a job 
role/organisational fit. 
 
A synthesis of the discussion in this section suggests that Qatari organisations 
should ensure that a job analysis, job description and person specification are 
prepared prior to recruiting for a position. Additionally, the recruitment team 
should explore the wide range of internal and external recruitment modalities that 
are available to increase the chances of sourcing a highly skilled pool of potential 
candidates. Selecting the right candidate using the structured interview and 
personality (psychometric) tests discussed above will lead to higher work 
performance, satisfaction and commitment and enhance the overall integration of 
the SIE into the Qatari work and cultural system. 
 
 
3.5 EFFECTIVE EMPLOYEE ORIENTATION AND ADJUSTMENT 
 
This section is aimed at addressing sub-problem two, as was stated in Chapter 
one. 
 
Sub-problem 2: What are the theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system, specifically in relation to 
recruitment and selection, orientation and cross-cultural integration? 
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3.5.1      A model for employee orientation 
 
One could argue that a new employee orientation programme can be considered 
as part of a long-term investment in an employee. As such, an effective 
orientation programme can help new employees to settle effectively into their job 
roles, their new organisation and aid in employee retention. Moreover, the 
retention of an organisation’s workforce can assist with containing the costs 
associated with recruitment activity and employee turnover, such as in the case of 
SIEs in Qatari organisations. 
 
As part of the effective practice guidelines series by the Society for Human 
Resource Management (SHRM), Bauer (2010) proposed a research based model 
for new employee onboarding (refer to Figure 3.9). For the purpose of this study 
the words onboarding and orientation will be used interchangeably. However, 
onboarding implies more than orientation. It implies that the employee 
successfully integrates into the organisation in a short period. Orientation does 
not necessarily imply onboarding but the ideal is that it should. As mentioned in 
Chapter one of this study, orientation refers to the structured training programme 
and initial support offered to the SIEs which aim to familiarize them with 
organisational policies/procedures, their department (including colleagues), their 
job/role and the culture of the organisation.   
 
The SHRM Model below highlights key elements in a successful onboarding 
programme namely: compliance, clarification, culture and connection. All of these 
elements can be specifically applied to an orientation programme for SIEs in 
Qatari organisations. An overview of these areas of the model is provided below. 
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Figure 3.9:  Research based model for employee onboarding 
Source: Bauer (2010: 8) 
 
3.5.1.1     The Four C’s of onboarding 
 
Bauer (2010: 2) stated that every organisation has a unique version of the 
process through which their new employees acquire the knowledge, skills and 
behaviours required to function effectively within their new work environment. 
Moreover, the comprehensiveness of new employee onboarding programmes 
varies across organisations from the formal, structured and systematic to the 
informal “sink or swim” methodology. 
 
According to Bauer (2010: 2) research has found that organisations with a formal 
onboarding programme with sequential events for new employees to familiarise 
themselves with their job roles, the norms of the company and expected 
behaviour in the workplace, are more effective than those that do not. Moreover, a 
formal, structured new employee onboarding programme has four main levels 
which the author refers to as the Four C’s (refer to Figure 3.10). 
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Figure 3.10:   The four levels of new employee onboarding 
Source: Bauer (2010: 3) 
 
Bauer (2010: 2) defined the four levels as follows: 
 
 Compliance 
The lowest level covers basic legal and policy related rules and regulations with 
the new employee. 
 
 Clarification 
The level that ensures that the new employee understands their job role and any 
related expectations. 
 
 Culture 
This is a broad level that provides the new employee with both formal and 
informal organisational norms. 
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 Connection 
This level refers to the interpersonal networks that a new employee must form. 
 
Bauer (2010: 2 - 4) noted the extent to which an organisation makes use of the 
four levels mentioned above, determines its overall onboarding strategy, with 
many organisations belonging to one of three categories, namely: 
 
 Category 1: Passive new employee onboarding 
Organisations operating in this category cover the compliance level and some role 
clarification may be given, but culture and connection are not addressed. 
Onboarding is viewed as a check list of unrelated tasks that need to be 
completed. Research found that 30 percent of organisations engage in this 
unsystematic, passive new employee onboarding category. 
 
 Category  2: High potential new employee onboarding 
Organisations operating in this category formally cover the compliance and 
clarification levels and some culture and connection areas are covered. Research 
has found that 50 percent of organisations engage in this category, in which the 
complete new employee onboarding process has not been systematically 
established across the organisation. 
 
 Category 3: Proactive new employee onboarding 
Organisations operating within this category have formally covered all four 
building blocks. Research has found that only 20 percent of organisations have 
achieved this level within their new employee onboarding programmes. 
 
3.5.1.2        Short term outcomes of onboarding 
 
Bauer (2010: 4) pointed out that previous studies have identified four major areas. 
These areas are related to both job roles and the social environment that 
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organisations can utilise to assist their new employees with successful 
onboarding (refer to Figure 3.11). This includes: 
 
 Self-efficacy 
This refers to the degree of confidence the new employee has in their ability to 
carry out their job role effectively. An organisation’s new employee onboarding 
programme should aim to increase the confidence of the employee as they 
navigate through their new work system. Self-efficacy has a direct impact on 
organisational commitment, satisfaction and turnover.  
 
 Role clarity 
This refers to the degree of understanding that the new employee has 
surrounding their job role and the related expectations. Role ambiguity will have 
an adverse effect on employee performance. On the other hand, role clarity can 
have a positive effect on job satisfaction and organisational commitment. 
 
 Social integration 
This refers to the new employee feeling socially comfortable in the workplace as 
well as accepted by their colleagues and managers. A socially integrated new 
employee has increased job satisfaction and organisational commitment. 
 
 Knowledge of culture 
This refers to the assistance/support that a new employee is given to navigate 
through the culture of their new work environment. This includes an 
understanding of the organisation’s politics, goals and values etc.  Knowledge of 
culture has a direct impact on organisational commitment, satisfaction and 
turnover.  
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Figure 3.11:   Short term outcomes of onboarding 
 
Source: Bauer (2010: 6) 
 
3.5.1.3        Long term outcomes of onboarding 
 
Bauer (2010: 6) reported that when surveyed, organisations perceived effective 
new employee onboarding programmes to improve: 
 
 employee retention rates (52%); 
 employee time to productivity (60%), and 
 customer satisfaction (53%). 
 
On the other hand, Bauer (2010: 6) also pointed out that the long-term outcomes 
of an effective onboarding programme included higher employee job satisfaction, 
organisational commitment, lower employee turnover, higher employee 
performance levels, employee career effectiveness and a decrease in employee 
workplace stress.  
 
In light of the above discussion, one could argue that a formal, structured 
onboarding programme can contribute positively towards job satisfaction, 
organisational commitment, retention and the integration of the 
skilled/professional SIE into Qatari organisations. 
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By way of illustration, researchers have argued that there is a direct link between 
employee satisfaction, performance excellence, organisational commitment, 
employee turnover and the support that an organisation provides its new 
employees (Louis, Posner & Powell, 1983; McGarrell, 1983; Fisher, 1985; Miller & 
Jablin, 1991; Chao, O'Leary-Kelly, Wolf, Klein & Gardner, 1994; MacDuffie, 1995 
cited in Dunn & Jasinski, 2009: 115). Similarly, Cherrington and Middleton (2015b: 
67) argued that an orientation has a positive influence on an employee’s job role 
expectations and overall job satisfaction. 
 
In order to assess the effectiveness of a programme, the Corporate Executive 
Board Company (CEB) HR Leadership Council stated that there are several 
baseline questions that organisations should ask their new employees regarding 
an onboarding programme (HR Leadership Council, 2015). This includes the 
following questions: 
 
 Was the benefits package explained to you? 
 Were you taught about the organisation’s vision and strategy? 
 Were the organisation’s informal rules, policies and procedures covered? 
 Was your group or division explained to you? 
 Was the organisations rewards system covered? 
 Were you introduced to other new employees? 
 Were you introduced to tenured employees?  
 Did you receive support from your co-workers? 
 Were you introduced to colleagues who do the same type of work as you? 
 Were you given a clear understanding of your job responsibilities? 
 Were your performance objectives explained? 
 Were you provided with feedback on your performance? 
 Were you provided with on-the-job learning? 
 Overall, how satisfied were you with the onboarding process? 
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3.5.2       Employee Orientation Change Model 
 
In an environment that is constantly evolving, such as the GCC, it is important that 
employee orientation programmes are responsive to change. Dunn and Jasinski 
(2009: 116) recognised that there was an evolution in the elements and practices 
of new employee orientation for the period 1989 to 2005. This was attributed to 
the development of the knowledge-based economy and competition in the 
marketplace, which increased the perceived value of employees. This would 
therefore be specifically applied to skilled/professional SIEs in Qatar, as they are 
perceived as knowledge workers. 
 
Ineffective new employee orientation programmes can affect an organisation’s 
overall performance. In light of this, the first few weeks for a new employee are 
critical and have a direct link to the employee’s impression of the organisation, 
their attitude and job satisfaction (Messmer, 2000; Sanders & Kleiner, 2002; 
Hacker, 2004 cited in Dunn & Jasinski, 2009: 117). Similarly, research has clearly 
shown that new employee orientation programmes have a significant effect on 
corporate performance (Klein & Weaver, 2000; Cirilo & Kleiner, 2003; Hayton, 
2003) and for this reason can be viewed as a core asset of an organisation 
(Duguay & Korbut, 2002 cited in Dunn & Jasinski, 2009: 117). 
 
Furthermore, Dunn and Jasinski (2009: 117) argued that a new employee 
orientation programme needs to be responsive to changes/conditions in the 
external environment. In light of this, they proposed a new employee orientation 
change model (refer to Figure 3.12). 
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Figure 3.12:    Employee Orientation Programme Change Model 
Source: Dunn and Jasinski (2009: 117) 
 
Cherrington and Middleton (2015a: 37) recognised that environmental scanning is 
a core HR function which involves examining economic and social factors 
influencing the organisation, more specifically the long-term workforce 
composition and availability of employees. Furthermore, Cherrington and 
Middleton (2015a) identified economic conditions, competition, technological 
advances, labour force changes and legislation as key factors that need to be 
considered. 
 
The above model shows that an employee orientation programme is influenced by 
changes in the external environment, including factors such as globalisation, the 
lack of availability of skilled/professional workers, changes in customer demands 
and advances in technology. As such, HR management in Qatari organisations 
must ensure that their employee orientation programmes are responsive to these 
changes. This in turn will help to help facilitate an effective orientation programme 
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that integrates expatriates effectively (knowledge workers) into Qatar’s work and 
cultural system. 
 
A synthesis of the discussion in this section suggests that a structured orientation 
programme will have clear short and long-term benefits for Qatari organisations. 
The short term benefits for their expatriate workers include self-efficacy, role 
clarity, social integration and knowledge of the organisational culture. On the 
other hand, the long-term benefits for the organisation includes higher employee 
job satisfaction, organisational commitment, lower employee turnover, higher 
employee performance levels, employee career effectiveness and a decrease in 
employee workplace stress. As such a structured, formal orientation programme 
that is responsive to external changes will play an integral role with regard to 
integrating SIEs into Qatari organisations. 
 
 
3.6 ENHANCING SOCIAL AWARENESS: CROSS-CULTURAL TRAINING 
AND ADJUSTMENT 
 
This section is aimed at addressing sub-problem two, as was stated in Chapter 
one. 
 
Sub-problem 2: What are the theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system, specifically in relation to 
recruitment and selection, orientation and cross-cultural integration? 
 
A SIE may, on arrival face many cultural challenges related to their host country’s 
work and cultural systems. Waxin and Panaccio (2005: 51) argued that it is 
extensively accepted, by both the academic and human resource management 
communities, that cross-cultural training (CCT) can assist expatriate staff to 
effectively adapt to living and working in a new environment.  
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3.6.1 Middle Eastern culture: the justification for CCT for SIEs 
 
Moran, Harris and Moran (2007: 309) stated that since the seventeenth century, 
Islam in the Middle East has been more than a religion, but rather it has been a 
way of life for the people across this region. For this reason, SIEs coming to Qatar 
on a work assignment will be less likely to understand the local community without 
an understanding of the religious and cultural tenets of Islam (refer to Table 3.8) 
that, to an extent shape Qatari work and cultural systems.  
 
Table 3.8: Five Pillars of Islam 
Source: Adapted from Moran et al. (2007: 310) 
 
Moran et al. (2007: 316) argued that for non-Arabs, understanding Arab culture is 
essential in order to understand the modern day Middle East. They further pointed 
out that the term Arab does not refer to a race, skin colour or nationality, but 
rather it refers to a group of people that share a unique behavioural pattern which 
includes culture, language and religion. Qatar and its people are part of the wider 
Arab community found in the Middle East (refer to Figure 3.13). 
 
 
BELIEF 
 
DESCRIPTION 
Profession of 
faith (Shahadah) 
Proclamation that there is no other God but Allah and 
Muhammed is the messenger of God. 
Prayer (Salah) The ritual prayer five times a day, at prescribed hours 
which include kneeling and bowing towards Mecca, the 
holy city in Islam. 
Alms giving 
(Zakah) 
Islam requires its followers to give to the needy, 
approximately two percent of one’s yearly income. 
Fasting (Sawm) During the month of Ramadan, a Muslim abstains from 
food and drink from dawn to sunset. 
Pilgrimage (Haj) At least once in a lifetime, if one is legally and physically 
able, a Muslim is expected to perform this act of piety by 
going to Mecca as a pilgrimage. 
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Figure 3.13:    Profiles of Arab countries in the Middle East 
 
Source: Moran et al. (2007: 320) 
 
3.6.1.1 Arab values 
 
With regard to Arab values in traditional societies such as Qatar: dignity, honour 
and reputation are virtues considered to be of high importance. In light of this, a 
SIE working in Qatar should avoid causing an Arab (Qatari) to lose face or to feel 
embarrassed. Moreover, loyalty to family and harmonious communication are 
considered to be important. In a tribal community such as Qatar’s, priorities are 
first to one’s tribesmen and then to one’s self (Moran et al., 2007: 317) 
 
3.6.1.2    Arab personal space 
 
Moran et al. (2007: 317) stated that Arabs seek close personal relationships. For 
this reason, to view another peripherally and to sit or stand back to back is 
considered disrespectful. It is important to point out that this does not apply in a 
mixed gender setting. 
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3.6.1.3        Arab sociability 
 
Moran et al. (2007: 317-8) described cordiality as being at the centre of Arab 
culture. This extends to official meetings in the workplace at which the first 
session is devoted to personal greetings, introductions and getting acquainted 
with little regard for time or schedules at business events. 
 
3.6.1.4      Arab woman 
 
Moran et al. (2007: 318) stated that Arab culture places the male in the dominant 
role while respecting the less dominant role that females play. As such, publicly a 
woman may defer to her husband, but privately she is likely to be more assertive. 
Conversely, Moran et al. (2007: 319) pointed out Islam does not encourage the 
idea of female inferiority but rather it affirms equality between genders. 
 
With regard to the Qatari work and cultural system, the government endeavours 
to establish a work environment that accommodates the family responsibilities of 
Qatari women in addition to improving equality between genders by providing 
women with equal opportunities for quality education, training and development 
(State of Qatar, Ministry of Foreign Affairs, 2013). Therefore, for an expatriate to 
successfully adapt to and integrate into the Qatari work and cultural system, 
knowledge and acceptance of Islamic principles, traditions and the norms that 
influence day to day interaction in Qatari society are very significant. 
 
3.6.1.5     Middle Eastern business customs and protocol 
 
Moran et al. (2007: 340 - 341) highlighted several important points regarding Arab 
business customs and protocol and these are outlined below. 
 
 Time is flexible therefore one should avoid imposing Western timeframes 
and schedules. 
107 
  
 Business relationships are facilitated by establishing rapport and mutual 
respect. 
 Connections and networking are important, therefore, it is important to 
maintain good relations with people of importance. 
 Negotiating and bargaining are commonplace processes. 
 Socialisation in the business environment is traditional (this usually does 
not include women). 
 Communication is complex and expatriates should aim for harmony and 
agreement. 
 Refrain from discussing business matters until you have built a rapport with 
your Arab colleague. 
 Avoid starting a conversation on a man’s spouse or female children over 12 
years of age. 
 Do not raise personal questions as it can be misunderstood as an invasion 
of privacy. 
 Refrain from conversations about religion and/or politics. 
 Be careful of asking favours from powerful senior colleagues for it is 
considered impolite and therefore difficult for Arabs to say no. 
 Avoid pointing your finger at someone or showing the soles of your feet 
when you are seated. 
 
The above information shows that the Qatari work cultural system is unique and 
different from those typically found in the home countries of many SIEs. As such 
having a general knowledge and acceptance of, as well as practicing these norms 
can have a positive effect on the SIEs overall integration into the Qatari work and 
cultural system. 
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3.6.2 Cross-cultural training methodology 
 
The most effective way to share cultural knowledge in organisations is through 
cross-cultural training (CCT) programmes (Black & Mendenhall, 1989 cited in 
Lenartowicz, Johnson & Konopaske, 2014: 1705).  
 
3.6.2.1 Cognitive method 
 
According to Lenartowicz et al. (2014: 1705) some of the most widely used cross 
CCT methodologies include area briefings, lectures, books, films, classroom 
language training, role-plays, field trips and simulations. They further reported that 
research has found that most of these CCT programmes are based on factual, 
cognitive approaches. The goal of this method is to disseminate knowledge or 
information through learning methods such as classroom lectures, printed 
materials, environment briefings, books, videos, computer-based courses, learner 
self-assessments and case studies (Tung, 1982; Earley & Peterson, 2004; Fowler 
& Blohm, 2004 cited in Lenartowicz et al. 2014: 1705). This cognitive approach 
has been criticized because it does not allow the platform for learners to actively 
participate in the process of learning (Black & Medenhall, 1989 cited in 
Lenartowicz et al., 2014: 1706). Similarly, Tung (1981) cited in Lenartowicz et al. 
(2014: 1706) argued that the above mentioned programmes are inadequate with 
regard to preparing individuals for an international assignment because of the 
extent of cultural differences that exist in a particular host country. 
 
3.6.2.2        Analytical method 
 
Analytical CCT methods which include movies, classroom based language 
courses, case studies and cultural sensitivity training, offer additional platforms for 
the transfer of tacit knowledge (Black and Medenhall, 1989 cited in Lenartowicz et 
al. 2014: 1707). This transfer of knowledge occurs because learners interact more 
with their course facilitator. Nonetheless, the extent of the transfer also depends 
109 
  
on the context in which the above mentioned methods are used. For example, 
classroom language training facilitated by a first language speaker is richer in the 
tacit dimensions such as intonation, gestures and body language etc.  
 
3.6.2.3        Experiential method 
 
There are CCT methods that are more experiential in nature than those discussed 
above. Experiential learning is seen as the strongest medium to transfer tacit 
cultural knowledge. Experiential CCT methodology includes role-plays, 
simulations, interactive language training and field trips that are designed to 
actively engage participants in the learning process (Black & Mendenhall, 1989; 
Earley & Peterson, 2004; Fowler & Blohm, 2004 cited in Lenartowicz et al., 2014: 
1707). Moreover, experiential CCT methods can, through the process of 
socialisation (Bandura, 1977 cited in Lenartowicz et al. 2014: 1707) and cognitive 
and behavioural reproduction, initiate cultural knowledge development amongst 
the participants (Kolb, 1984 cited in Lenartowicz et al. 2014: 1707). 
 
3.6.2.4        Tacit/explicit knowledge transfer 
 
The different CCT methods provide a learner with tacit and/or explicit knowledge 
to varying degrees. Black and Mendenhall (1989) and Fowler and Blohm (2004) 
cited in Lenartowicz et al. (2014: 1708) provided a classification of the above 
mentioned CCT methods according to the degree of tacit/explicit knowledge that 
each of the methods provides to a learner (refer to Table 3.7). In addition, 
Lenartowicz et al. (2014: 1708) pointed out that Black and Mendenhall (1989) 
classified the CCT methods into three categories: factual, analytical and 
experiential, whilst Fowler and Blohm (2004) have provided the Kolb (1984) 
learning style of each method.  
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3.6.2.5        A CCT programme for SIEs in Qatar 
 
Lenarcowitz et al. (2014: 1710) argued that an effective CCT programme should 
include a sequence of learning cycles. These cycles should combine cognitive, 
affective and behavioural learning methods to transfer cultural knowledge. This 
would allow the participant to increase their level of cultural knowledge after each 
cycle. 
 
Brislin (1979) cited in Waxin and Panaccio (2005: 52) described the cognitive 
method as a “diffusion of information, using conferences or non-participative 
sessions on a foreign cultural environment”. Secondly, the affective method was 
described as one that prompts reactions so the participant can learn to deal with 
critical cultural situations. Lastly, the behavioural method was described as one 
that improves a participant’s capacity to adapt their communication style and to 
build effective positive relationships with the locals in their host country. Black and 
Mendenhall (1989) cited in Lenarcowitz et al. (2014: 1710) defined CCT needs in 
terms of the degree of three factors: job novelty, cultural novelty and the extent of 
interaction with host country nationals. They suggest that more thorough CCT 
programmes are required when there is a higher degree of job novelty, cultural 
novelty and interaction with locals, such as in the case of the SIE in Qatar. 
 
Table 3.9 below outlines the tacit/explicit knowledge of cross cultural training 
methods. 
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Table 3.9: Tacit/explicit knowledge of cross-cultural training methods 
Source: Adapted from Lenartowicz et al. (2014: 1709) 
 
Mendenhall and Oddou (1987) cited in Chew (2004) proposed the CCT Model 
with differences in the level of CCT rigour, CCT methods and the duration of the 
CCT experience based on the length of the expatriate’s assignment and the 
METHOD BLACK & 
MEDENHALL 
FOWLER & 
BLOHM 
EXPLICIT / 
TACIT 
1. Area briefings Factual Abstract 
conceptualisation 
Mainly explicit 
2. Lectures or    
presentations 
Factual Abstract 
conceptualisation 
Mainly explicit 
3. Books Analytical Abstract 
conceptualisation 
Mainly explicit 
4. Films only Analytical Concrete 
experience 
Mainly explicit 
(some tacit) 
5. Films with 
interaction 
Analytical Concrete 
experience 
Explicit & tacit 
6. Classroom 
language 
training 
Analytical Not applicable Explicit & tacit 
7. Case studies Analytical Concrete 
experience 
Mainly explicit 
(some tacit) 
8. Case studies 
(interactive) 
Analytical Concrete 
experience 
Explicit & tacit 
9. Culture 
assimilators 
Analytical Concrete 
experience 
Tacit & explicit 
10. Sensitivity 
training 
Analytical Concrete 
experience 
Tacit & explicit 
11. Interactive 
language 
training 
Experiential Not applicable Mainly tacit 
12. Role-plays Experiential Active 
experimentation & 
concrete 
experience 
Mainly tacit 
13. Field trips Experiential Active 
experimentation 
Mainly tacit 
14. Simulations Experiential Active 
experimentation 
Mainly tacit 
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degree of interaction with the host country’s nationals (refer to Figure 3.14). The 
model suggests that the longer the expatriate assignment and the more unfamiliar 
the expatriate is regarding the host country’s culture, the longer the CCT 
experience should be. 
 
Figure 3.14:    CCT Model 
Source: Chew (2004) 
 
Additionally, it is also important to point out that the CCT programme should 
include the principles of adult learning theory. Cherrington and Middleton (2015b: 
24) defined andragogy as the adult learning process and is different from 
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pedagogy, which is the way that children learn. SIEs are adult learners as such 
the CCT programme should incorporate the following adult learning principles: 
 
 Learning must be experiential. 
 Learning should be problem-centred. 
 Learning is enhanced by active participation. 
 Learning is a collaborative effort. 
 Learning requires involvement of the adult learner. 
 
A synthesis of the discussion in this section suggests that it is important that 
expatriate workers are provided with cross-cultural awareness training 
surrounding Qatari culture and the business protocol found in the Middle East.  
Additionally, one could argue that experiential learning is the best medium for the 
transfer of tacit cultural knowledge for SIEs in Qatari organisations. Moreover, an 
effective CCT programme in Qatari organisations should include a sequence of 
learning cycles that uses a combination of cognitive, affective and behavioural 
learning methods, and which incorporates adult learning principles to transfer 
knowledge of Qatar’s cultural system. Cherrington and Middleton (2015b: 83) 
stated that cross-cultural research suggests that a CCT programme produces 
favourable results in many areas. This includes a sense of well-being, confidence, 
greater familiarity, comfort and a general proficiency in responding to their host 
country. As such, an effective CCT programme can lead to effective positive 
integration of the SIE into the Qatari work and cultural system. 
 
 
3.7 SETTLING IN: JOB AND COMMUNITY EMBEDDEDNESS 
 
This section is aimed at addressing sub-problem two, as was stated in Chapter 
one. 
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Sub-problem 2: What are the theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system, specifically in relation to 
recruitment and selection, orientation and cross-cultural integration? 
  
Lo, Wong, Yam and Whitfield (2012: 4213) argued that expatriates belong to two 
communities: the community in their home country and the host community in 
which they are residing and working. In light of this, one could argue that the 
positive integration of SIEs into their host community could have a positive effect 
on their overall or general adaptation in Qatar. 
 
Variables such as job attitudes and job alternatives were commonly viewed as the 
main reasons for employee retention and turnover (Hom & Griffeth, 1995; Griffeth, 
Hom & Gaertner, 2000 cited in Jiang, Liu, McKay, Lee & Mitchell, 2012: 1077). 
Conversely, Mitchell, Holtom, Lee, Sablynski and Erez (2001) cited in Jiang et al. 
(2012: 1077) proposed an alternative theory called job embeddedness. Job 
embeddeness aimed to explain the reasons why an employee may become fixed 
or embedded in a particular job role. 
 
Mitchell et al. (2001: 1104) described job embeddedness as involving three 
dimensions, namely: 
 
 Link: employee’s connection to other people, teams etc. 
 Fit: employee perception of their fit in their job role, the organisation or the 
community. 
 Sacrifice: an employee’s perception of what they believe their sacrifice 
would be if they left their job role. 
 
Mitchell et al. (2001) pointed out that empirical findings indicate that non-work 
factors were significant in strengthening employee job embeddedness. By way of 
illustration, many turnover models such as those of Price and Mueller (1981), 
Steers and Mowday (1981) and Mobley (1982) cited in Mitchell et al. (2001:1103) 
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included non-work factors such as family attachment and the conflict between 
work and family roles as important variables. Moreover, Cohen (1995) cited in 
Mitchell et al. (2001: 1103) described how non-work commitments such as family, 
extra mural activities and places of worship influenced job attitudes and 
embeddedness. 
 
Regardless of the above, Ng and Feldman (2014: 72) highlighted that significantly 
less attention has been given  to community embeddedness in comparison to 
organisational embeddedness. By way of illustration, embeddeness researchers 
have also excluded community embeddedness from their studies (Halbesleben & 
Wheeler, 2008; Sekiguchi et al., 2008; Hom et al., 2009; Ng & Feldman, 2009 
cited in Ng & Feldman, 2014: 72). 
 
Empirical research suggests that it is difficult to understand individuals’ careers 
without understanding how their lives outside of the workplace inform and 
influence their career decisions (Hansen, 2001; Voydanoff, 2001 & 2004; Lee et 
al., 2011 cited in Ng and Feldman, 2014:72). For the purpose of this study an 
overview of the three dimensions proposed by Mitchell et al. (2001) is provided, 
specifically in relation to the community dimension or embeddedness.  
 
3.7.1      The link dimension 
 
Mitchell et al. (2001: 1104) described the “link” dimension as the formal or 
informal connections between an individual and organisations or other people. 
Furthermore, they pointed out that embeddedness has several factors that link an 
expatriate employee and their family, both socially and psychologically, and to 
non-work variables such as friends, groups and the wider community. They 
further argued that a stronger amount of links between the person and these 
variables, the better they will be embedded into the job, organisation and host 
community. 
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Additionally, Mitchell et al. (2001: 1104) highlighted several studies by various 
researchers who found that pressure to remain in a job role stems from family, 
work and other colleagues (Prestholdt, Lane & Mathews, 1987; Maertz, Stevens, 
Campion & Fernandez, 1996). Furthermore, a study by Cohen (1995) cited in 
Mitchell et al. (2001: 1104) found that extra mural and religious activities are 
variables that can influence an expatriate’s commitment. In light of this, 
expatriates may have many links in the different aspects of their lives in their host 
community which result in stronger community and job embeddedness. 
 
Conversely Zhang, Fried and Griffeth (2012: 225) argued that too many 
organisational links, such as the connections an expatriate employee has with 
colleagues and committees may result in overload and even conflicting requests 
from managers or colleagues. These requests could result in work stress and 
work-family role conflict which may then have a negative effect on the employee’s 
organisational attachment (Kim, Price, Mueller & Watson, 1996 cited in Zhang et 
al., 2012: 225). 
 
Nonetheless, Zhang et al. (2012: 225) highlighted the importance of quality over 
quantity with regard to links. For instance, links for the purposes of information 
seeking or networking may have a neutral relationship with embeddedness 
because it may not be associated with expatriate retention. On the other hand, 
those that are developed for friendship networking and trust networking, may 
positively affect organisational attachment (Morrison, 2002 cited in Zhang et al. 
2012: 225). 
 
3.7.2    The fit dimension 
 
Mitchell et al. (2001: 1104) defined “fit” as an expatriate’s comfort within an 
organisation and with their general environment, for example the work and 
cultural system found in Qatar. They argued that an expatriate’s personal values, 
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career aspirations and plans for the future must fit with the host company’s 
corporate culture, demands of the job role and the host community. 
 
Mitchell et al. (2001: 1105) concluded that a person's fit with their job role and 
organisation relates to attachments to the host company. Furthermore, there are 
similar community dimensions of the fit dimension such as the weather, outdoor 
or indoor amenities, entertainment options and the cultural system of the host 
country. 
 
In light of this study, the above information highlights the importance of a job 
preview during the recruitment phase and selecting the right candidate with 
regard to selection, socialisation and fit discussed earlier in this chapter (refer to 
Figure 3.8).  
 
3.7.3       The sacrifice dimension 
 
Mitchell et al. (2001: 1105) described the “sacrifice” dimension as the perceived 
cost of material or psychological benefits that may be relinquished by an 
employee leaving a job role or company. This includes variables such as their 
colleagues, interesting projects and perks. 
 
Furthermore, Mitchell et al. (2001: 1105) argued that community sacrifices are 
considered an issue if an expatriate has to relocate. For example, moving from a 
community that is comfortable, safe and in which one has been socially accepted 
can be difficult for an expatriate. In addition, Mitchell et al. (2001: 1105) pointed 
out that perks that affect an expatriates personal life, such as maids for their 
children or company vehicle allowances may also be lost if the employee decides 
to leave a job role or company.  
 
A synthesis of the discussion in this section suggests that a SIEs connection with 
other people, their perception of their fit in their job role, the organisation or their 
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community and their perception of what they believe they would sacrifice if they 
repatriated, may all have an effect on the degree of their integration into Qatar 
and the organisation. As such, it is critical that organisations in Qatar employ 
ongoing strategies to enhance their expatriate employee’s sense of community 
embeddedness. This in turn, will facilitate better integration of the SIE employee 
into the Qatari cultural system. 
 
 
3.8 INTERVIEWS CONDUCTED WITH TEN MEMBERS OF THE        
 SAMPLE GROUP 
 
This section is aimed at addressing sub-problem one, as was stated in Chapter 
one. 
 
Sub-problem 1: What are the expectations that organisations have of 
skilled/professional SIEs, especially those entering the Qatari work and cultural 
system? 
 
As mentioned in Chapter one, both qualitative and quantitative techniques were 
used in this study. Interviewing is one data collection method that leans itself to a 
qualitative analysis.  Semi-structured techniques are relatively loose and allow the 
respondents to answer the questions in their own words. Conversely, fully 
structured techniques use tight questions, are answered in the same order by the 
respondents and cover the same ground (Jankowicz, 2006: 2). In order to use 
fully structured techniques, Jankowicz (2006) argued that a researcher needs to 
be familiar with the members of the sample group in order to anticipate the 
questions that will be meaningful. 
 
In light of the above information, the researcher conducted semi-structured 
interviews with a diverse group of ten members of the sample group (refer to 
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Table 3.10). This was conducted prior to the main, structured survey 
questionnaire.  
 
The ten participants were selected from the sample list by the researcher to 
ensure that diverse backgrounds were included in the sub-group. The participants 
were contacted by telephone and asked to participate in a 30 to 45 minute 
interview. The interviews were conducted at either the researcher or the 
participant’s private residence. Hand-written notes were made, having asked the 
interviewees permission at the onset. Additionally, the interviewees were also 
asked to provide written consent (refer to Appendix A). 
 
Table 3.10:  Demographics of the semi-structured interviews cohort 
CATEGORY ITEM FREQUENCY PERCENTAGE 
Gender Male  06 60% 
 Female  04 40% 
 Total Interviewees 
 
10 100% 
Marital status Single 06 60% 
 Married 04 40% 
 Total Interviewees 
 
10 100% 
Industry Healthcare 05 50% 
 Education 03 30% 
 Aviation 02 20% 
 Total Interviewees 
 
10 100% 
Job Role Management 06 60% 
 Non-management 04 40% 
 Total Interviewees 
 
10 100% 
Nationality Sri Lankan 01 10% 
 Greek 01 10% 
 Indian 01 10% 
 Lebanese 01 10% 
 Mexican 01 10% 
 South African 02 20% 
 Irish 01 10% 
 American 01 10% 
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The questions found in Table 3.11 (below) were asked during the semi-structured 
interviews. The respondents were requested to answer the questions and 
describe two critical incidents. A critical incident is described as a significant event 
which has a personal impact on an individual (Monash University, 2007). 
 
Table 3.11: Semi-structured interview schedule 
 
The development of the fully structured questionnaire used during the empirical 
study, was based on the theoretical guidelines of best practices for the integration 
of SIEs into a foreign culture discussed earlier in this chapter, as well as the 
insights gained from the semi-structured interviews. This questionnaire was the 
primary data collection technique during the main empirical study. Figure 3.15 
illustrates the relationship between the semi-structured and structured methods 
discussed above. 
 
 
 
 
 
 
 Canadian  01 10% 
 Total Interviewees 
 
10 100% 
QUESTION 1 What were your organisation’s expectations of you upon your 
arrival into Qatar? 
QUESTION 2 What made it difficult to adjust to Qatar? Please describe two 
critical incidents. 
QUESTION 3 What made it easy to adjust to Qatar? Please describe two 
critical incidents. 
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Figure 3.15:    Relationship between semi-structured and structured work 
Source: Jankowicz (2006: 4) 
 
After completing the semi-structured interviews, the researcher conducted a 
content analysis. Jankcowicz (2006: 24) stated that the purpose of a content 
analysis is to describe the interviewees’ responses systematically. For this study 
the following procedure was followed: 
 
 The researcher read through the hand-written notes from each interview 
 several times. 
 Notes were made to highlight interesting and relevant themes found in the 
 interviewees’ responses. 
 A set of categories was devised for each theme found in the responses to 
 the three questions. 
 The set of categories was used to classify each response into a single 
 category. 
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3.8.1 Results: Question one 
 
The first question posed during the interviews was: What were your organisation’s 
expectations of you upon your arrival into Qatar? The analysis of the responses is 
presented in Table 3.12. 
 
Table 3.12: Content analysis of semi-structured interview responses:                         
Question 1 
 
 
Eleven themes were derived from the interviewees’ responses (refer to Table 
3.12). The researcher found the themes were congruent with that revealed by 
current literature regarding the contemporary expectations organisations have of 
expatriates as well as general expatriate integration theory. Work efficiency and 
supporting the organisation’s vision and mission were the two themes that had the 
strongest frequency amongst the ten members of the sample group. Examples of 
the responses received were: 
THEMES FREQUENCY 
Work efficiency 04 
Support the organisation’s vision and mission 03 
Flexibility with job role/tasks 02 
Integrate into the local culture and traditions 02 
Commitment to the organisation 02 
Resiliency under pressure/constant change 01 
Professionalism 01 
Share my knowledge and expertise 01 
Complete human resource formalities 01 
Adhere to the conditions of my employment contract 01 
Attend professional development courses 01 
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“An experienced employee… to support the vision as well as the mission path of 
the organisation.” (DS) 
 
“They [my organisation] wanted a well-qualified professional that could deliver 
under high pressure and within a fast-changing business environment.” (EL) 
 
“I think most employers including mine expect us to acclimatise with the local 
customs and traditions, resulting in increased efficiency while working, so that 
cross-cultural conversations and dialogues are respectful, fruitful and engaging.” 
(FP) 
 
“To be mindful that Qatar is an Islamic country and to follow the rules of country in 
terms of dress-code and behaviour e.g. Affection between males and females in 
public is forbidden, that western cultural norms such as shaking hands to greet 
someone of the opposite sex is not the cultural norm in Qatar. The organisation 
expected me to do research on these cultural issues and to uphold the cultural 
norms of Qatar.” (KP) 
 
“A lot of energy, a lot of work and a big commitment to create, develop and 
implement a number of different initiatives.” (ML) 
 
“I was expected to be productive in my role very soon after arrival in country. The 
expectation from the organisation was no different given the international move to 
that of a normal in-country job change. Although the job I was doing was 
essentially the same as the one I had left behind I was not prepared/equipped for 
the cultural shift both within my peers and my supervisors. I had to develop these 
skills myself over a period of time but that meant that there was some relationship 
management that needed to be done.” (NE) 
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3.8.2 Results: Question two 
 
The second question posed during the interviews was: What made it difficult to 
adjust to Qatar? Please describe two critical incidents. The analysis of the 
responses is presented in Table 3.13. 
 
Table 3.13:  Content analysis of semi- structured interview responses: Question 
2 
 
THEMES FREQUENCY 
Lack of organisational support for settling into Doha 03 
Local culture 03 
Human rights issues 02 
Restrictions for male/female relationships 02 
Lack of a social network 02 
Unfamiliarity with processes 02 
Transportation 02 
Ineffective overall onboarding programme 01 
No buddy system 01 
Poor cultural awareness programme 01 
Language barriers 01 
Working hours 01 
Multiculturalism 01 
Lack of transparency in the organisation 01 
 
Fourteen themes were extracted from the interviewee’s responses (refer to Table 
3.13). The researcher found the themes were congruent with the theoretical 
guidelines found in current expatriate integration literature as well as the literature 
related to current themes in Qatar’s work and cultural system (as presented in 
Chapter two). A lack of organisational support for settling into Qatar and the local 
culture were the two themes that were most prevalent in the answers given. 
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The following are examples of the responses provided by the interviewees: 
 
“I would say that the employer’s lack of a robust and informative onboarding 
programme and not having a buddy system during the first six to eight weeks of 
my time in the country. When I joined the employer, there were no tours of the 
country or visits to the main attractions of the city.  We did not receive an in-depth 
cultural education from a national of the country, just PowerPoint training and an 
overview. I did not know anyone in the country so I had to get to know my 
colleagues and eventually found a buddy who was willing to show me around the 
country until I obtained personal transportation.  I would say not having someone 
share those important details about taking a taxi and knowing the rules of the 
charges, to how to obtain a driver’s license and cutting through all the red tape to 
what to do in this country when you get in an auto accident are some of the 
important details that new expats could benefit from.” (DP) 
 
“The fear of the unknown, lack of knowing anyone in the country on arrival, 
unfamiliarity with processes.” (FP) 
 
“The lack of organisational support through government processes at the time of 
my joining made things difficult. I was essentially left to attend to a list of 
requirements to legally work for my employer, and I was responsible for fulfilling 
them. This is not a problem in itself, except that these were (a) new to me in a 
country where I was unfamiliar with the processes, and (b) the language barrier 
made learning and navigating the processes much more difficult.” (JC) 
 
“The difficulties in organizing a reliable, long-term transport solution were 
particularly stressful. The rules in place do not make it easy for an expat to get 
licensed to drive and procure a vehicle; however, no adequate forms of alternate 
(i.e. public) transport are provided. This left me in the lurch, as I would be 
expected to be at appointments without any means of getting there; to boot, when 
I did find a transport solution, finding my destination was equally hard, given the 
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absence of addresses and the lack of knowledge of many of the taxi drivers who, 
from my experience, were as new as me to the country.” (JC) 
 
“The first would be leaving my family and coming to an unknown place. The 
security I had with my family around and the need to adjust to living by myself  – 
this wasn’t very easy as the laws in the country were very stringent and the 
stories that were relayed to you by the people who have lived here were not 
comforting either. I was scared to walk with a female friend.” (KH) 
 
“The culture of some nationalities who never admit that they are wrong or made a 
mistake. If a child in my class hurts another child and this is reported to the 
parent. Parents will never say sorry and they will speak to the child but will say 
they do not understand why their child is doing this, their child has never behaved 
in this way before and it must be because their child has seen this at school. The 
saving face culture is something I’m still adjusting to after almost 2 years in the 
country.” (KP) 
 
“The cultural aspect… coming from a liberal city, it was difficult to adjust into the 
more conservative environment forced by Qatar. I had to “accept” a lot of things I 
always took for granted where I came from. For example, whether it had to do 
with alcohol or curfews on clubs, or even regarding eating during the month of 
Ramadan, and a lot of other things pertaining to the expression of freedom.” (ML) 
 
"I relocated with a family and there were so many personal and government 
requirements that needed to be fulfilled in order to get my family settled and into 
school. These took many months to complete and the procedures and 
requirements were unclear and seemed to change without notification. It was 
difficult to work whilst my family was still unsettled. It takes a significant amount of 
time to find a house, a school, car, bank account, driver’s license etc. Most of the 
organisations that support these things only operate in the mornings when I was 
expected to be at work.” (NE) 
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“Whenever I enquired about the progress of a process I was always given the 
assurance that everything seemed to be fine when really it wasn’t. It was only 
once processes dragged on for a significant length of time and I escalated the 
issue that I was then told what was really going on. Sometimes it was a document 
missing and other times it was a change in process. Had I been informed of the 
real situation I would have been able to respond accordingly or have different 
expectations of the outcome.” (NE) 
 
“The caste system – coming from a country that has worked hard through 
bloodshed and struggles to overcome discrimination, it felt like taking a step back 
into the prejudice and discrimination witnessed and experienced.” (VM) 
 
3.8.3     Results: Question three 
 
The third question posed during the interviews was: What made it easy to adjust 
to Qatar? Please describe two critical incidents. The analysis of the responses is 
presented in Table 3.14. 
 
Table 3.14: Content analysis of semi-structured interview responses:                          
               Question 3 
 
THEMES FREQUENCY 
Support from a network of friends and/or family 08 
Organisational support  04 
The acceptance and openness of the multicultural 
community 
01 
Regular vacations to my home country 01 
Effective onboarding programme 01 
Slower pace of life in Qatar 01 
General convenience of life in Qatar 01 
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Private transportation 01 
English being widely spoken in Qatar 01 
Safety 01 
  
 
Finally, in the content analysis for Question three the researcher identified ten 
themes from the interviewee’s responses (refer to Table 3.14). The researcher 
found that the themes were congruent with what the current literature revealed 
about expatriate integration. Support from a network of friends and or family and 
organisational support were the two themes that were most prevalent in the 
responses given by the ten interviewees. 
 
The following are examples of the responses provided by the interviewees: 
 
“I would say, that time in the country helped ease the pain for me. Although the 
ability to adapt is different for everyone, I became much more comfortable with 
the country after the first seven months.  Meeting like-minded people and creating 
your own network helps.  The first incident was when another expat offered to let 
me drive her car, the day before my driver’s test so that I could have a level of 
comfort while driving in the city… The second incident was my decision to 
sacrifice the cost and fly home to country and visit my family every four months.  
Having a balance between being in Qatar and going home quarterly helped me 
extensively…” (DP) 
 
“The very good onboarding experience provided by my employer… Great, fully 
furnished and equipped apartment in a great area, good pick up services from 
airport.” (EL) 
 
“The strong social network (on the ground, not online!) was especially helpful. At 
the time I arrived here, the Western expat community was comparatively small 
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and, consequently, tight-knit. This group of empathetic friends and peers 
supported the transition into Qatar significantly.” (JC) 
 
“The school provided comfortable accommodation in a central location that made 
adjustment easy…” (KP) 
 
“Having a car… commuting is very essential in this part of the world, because it 
gives you a sense of freedom which compensates for the pressure that Doha 
imposes, and it also reduces the stress of comfortably going to places since there 
is no proper public transportation…” (ML) 
 
“Prior to my arrival in Qatar I connected with people outside of my work 
environment in the community through social network forums. These people 
offered practical, honest advice about how to settle into the country. This 
community was what helped me get through the first eight months in Qatar and 
ultimately stay.” (NE) 
 
“Feeling valued and appreciated at work has also made the decision to move to 
Qatar more acceptable and transition a lot easier…” (VM) 
 
 
3.9     CONCLUSION 
 
In this chapter, a theoretical overview on: several existing models of adjustment, 
contemporary expectations organisations have of expatriates specifically with 
regard to globalisation, expatriate recruitment and selection criteria and best 
practices from new employee orientation and cross-cultural integration theory, 
was presented. 
 
Interviews were conducted with a diverse group of ten members from the sample 
group where the empirical study was conducted. The interviews showed that 
130 
  
there was congruence between the theoretical guidelines described in the review 
of current literature and the experiences of the respondents (SIEs) based in 
Qatar. This confirmed that the researcher could use the literature outlined in 
Chapter three for the development of the structured questionnaire which was 
used in the main empirical study. 
 
In Chapter four, the research methodology used for this research study is 
discussed. Specifically, the chapter will focus on the overall structure of this 
research study, including: the ontological and epistemological position, research 
paradigm, research design, methods and techniques, the basis for generalisation 
and ethical considerations. The biographical information collected in Section A of 
the survey questionnaire will also be presented and discussed. 
131 
 
CHAPTER FOUR 
RESEARCH METHODOLOGY 
4.1 INTRODUCTION 135 
   
 4.1.1     The main elements of research methodology 
 
138 
 4.1.2     Ontology 
 
138 
 4.1.3     Epistemology 
 
139 
 4.1.4     Research paradigm 140 
   
4.2 RESEARCH DESIGN 142 
   
4.3 THE EMPIRICAL STUDY 145 
   
 4.3.1     Research method 
 
145 
 4.3.2     Population and sampling 
 
146 
 4.3.3     The questionnaire 
 
148 
              4.3.3.1  The development of the questionnaire 
 
148 
              4.3.3.2  Validity, reliability  and utility 
                           
151 
              4.3.3.3  The e-mail with information about the  
                          questionnaire 
 
153 
 4.3.4     The pilot study 
 
154 
 4.3.5     Questionnaire administration    
 
154 
 4.3.6     Response rate 155 
   
4.4 RESEARCH ETHICS  156 
   
4.5 SYNTHESIS OF RESEACH METHODOLOGY USED IN  
THIS STUDY 
157 
   
4.6 PRESENTATION AND ANALYSIS OF BIOGRAPHICAL DATA 158 
   
 4.6.1     Age  
 
159 
132 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 4.6.2     Gender 
 
161 
 4.6.3     Nationality  
 
162 
 4.6.4     Work sector  
 
164 
 4.6.5     Job role  
 
165 
 4.6.6     Family status  
 
166 
 4.6.7     Dependent children  
 
167 
 4.6.8     Length of residency  
 
168 
 4.6.9     Level of Arabic proficiency  
 
169 
 4.6.10   Previous Middle East work experience  
 
171 
 4.6.11   Main reason for relocating to Qatar 172 
   
4.7 CONCLUSION 174 
133 
  
LIST OF FIGURES 
 
Figure 4.1 Research process 137 
  
 
 
LIST OF TABLES 
 
Table  4.1 Number of respondents 
 
156 
Table  4.2 Synthesis of research methodology used in this study 
 
158 
Table  4.3 Age 
 
159 
Table  4.4 Gender 
 
161 
Table  4.5 Nationality 
 
162 
Table  4.6 Work sector 
 
164 
Table  4.7 Job role 
 
165 
Table  4.8 Family status 
 
166 
Table  4.9 Dependent children 
 
168 
Table  4.10 Length of residency 
 
169 
Table  4.11 Level of Arabic proficiency 
 
170 
Table  4.12 Previous Middle East work experience 
 
171 
Table  4.13 Main reason for relocating to Qatar 172 
  
 
 
 
 
 
 
 
134 
  
LIST OF CHARTS 
Chart  4.1 Age  
 
160 
Chart  4.2 Gender  
 
161 
Chart  4.3 Nationality  
 
163 
Chart  4.4 Work sector  
 
164 
Chart  4.5 Job role  
 
165 
Chart  4.6 Family status  
 
167 
Chart  4.7 Dependent children  
 
168 
Chart  4.8 Length of residency  
 
169 
Chart  4.9 Level of Arabic proficiency  
 
170 
Chart  4.10 Previous Middle East work experience  
 
171 
Chart  4.11 Main reason for relocating to Qatar  173 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
135 
  
CHAPTER FOUR 
 
RESEARCH METHODOLOGY 
 
 
4.1 INTRODUCTION  
 
Jankowicz (2006: 3 - 4) stated that professional and academic research involves 
the following elements: 
 
 Systematic data collection and interpretation. 
 Specific and sustainable methods and techniques. 
 The avoidance of bias and/or conflicts of interest. 
 The use of publicly shared models and theories from the academic 
 community. 
 
Moreover, Jankowicz (2006: 2) argued that research is not exclusively about 
researchers gathering information, but rather the findings of a study should be 
interpreted in the light of existing knowledge to facilitate the development of new 
knowledge. On the other hand, Greener (2008: 10) stated that a researcher’s 
approach to data collection and analysis should be systematic so as to ensure the 
validity of any empirical study findings.  
 
This chapter focuses on the overall structure of this research study, including: the 
ontological and epistemological position, research paradigm, research design, 
methods and techniques, the basis for generalisation and ethical considerations. 
The biographical information collected in this study are also presented and 
discussed. 
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In Chapter one the main problem and six sub-problems were presented. Sub-
problem one dealt with the expectations that organisations have of 
skilled/professional SIEs, especially those entering the Qatari work and cultural 
system. In addressing this sub-problem, the researcher conducted a literature 
review and semi-structured interviews with a group of ten members of the sample 
group. This was done to gain an understanding of their views surrounding the 
expectations their organisations had of them upon their arrival in Qatar. The 
participants were required to sign a written consent form prior to the interview 
(refer to Appendix A).  
 
Sub-problem two focused on the theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system, specifically in relation to 
recruitment and selection, orientation and cross-cultural integration. A detailed 
literature review was presented in Chapter three to address this sub-problem. 
 
Sub-problem three was aimed at examining the extent to which recruitment and 
selection practices in Qatari organisations followed the theoretical guidelines for 
the integration of expatriates into a foreign work and cultural system. This sub-
problem was addressed during the empirical study by means of a survey 
questionnaire to gather data regarding the recruitment experiences of the 
respondents. The results are presented in Chapter five.  
 
Sub-problem four related to the extent to which orientation (including cross-
cultural training) practices in Qatari organisations follow theoretical guidelines for 
the integration of expatriates into a foreign work and cultural system. This sub-
problem was also addressed during the empirical study by means of a survey 
questionnaire to determine the orientation and cross-cultural training experiences 
of the respondents. The results are presented in Chapter five. 
 
Sub-problem five examined the extent to which Qatari organisations employ on-
going strategies to integrate skilled/professional SIEs into Qatari work and cultural 
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systems. The sub-problem was also addressed during the empirical study by 
means of a survey questionnaire to establish the experiences of the respondents 
in relation to the extent of ongoing organisational support. The results are 
presented in Chapter five. 
 
Sub-problem six dealt with the challenges faced by skilled/professional SIEs 
entering the Qatari work and cultural system. This sub-problem was addressed 
during the empirical study by means of a survey questionnaire to establish the 
challenges experienced by the respondents. The results are presented in Chapter 
five. Figure 4.1 illustrates the research process followed in this study. 
 
Figure 4.1:  Research process 
Source: Author (2015) 
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4.1.1 The main elements of research methodology  
 
Jankowicz (2006: 2) defined research methodology as an argument which justifies 
the researcher’s approach towards answering the study’s questions. He further 
pointed out that research methodology: 
 
 Takes an ontological position. 
 Clarifies the researcher’s epistemological position. 
 States the main research paradigm. 
 Provides the research design. 
 Describes the methods used in the study. 
 Describes the research techniques used in the study. 
 Establishes a basis for generalization. 
 
The above methodology, as it applies to this study, is discussed in the next 
paragraphs. 
 
4.1.2 Ontology 
 
Wand and Weber (1993) described ontology as a branch of philosophy that deals 
with expressing the nature and the structure of the world. Similarly, Jankowicz 
(2006: 3) described ontology as dealing with the nature of existence, commonly 
referred to as one’s mindset. On the other hand, Greener (2008: 34) explained 
ontology as dealing with the nature of social entities such as those found in 
organisations. In this study, the researcher’s ontological assumption and position 
have influenced the topic selection, and was evident in the research questions 
and the researcher’s overall approach towards conducting this study. The 
researcher, as a SIE in Qatar and as an HR practitioner was specifically 
interested and concerned about the integration of SIEs into organisations in 
Qatar. 
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4.1.3 Epistemology 
 
With regard to epistemology, Jankowicz (2006: 5) described epistemology as 
dealing with the nature of knowledge. More specifically, epistemology is the study 
of what constitutes knowledge and what does not constitute knowledge, as well 
as what can be considered as evidence or proof and what cannot be considered 
as scientific evidence or proof. Similarly, Bhatta (2013: 26) described 
epistemology as dealing with the nature of knowledge represented by the 
following fundamental questions: 
 
 How do human beings know things? 
 What exactly do we know? 
 Why do we know? 
 Is what we know true? 
 What are the limits of our knowledge? 
 
Bhatta (2013: 26) further argued that epistemologists in the academic community 
recognise four main sources of knowledge, namely: 
 
 Intuitive knowledge: based on feelings instead of facts 
 Authoritative knowledge: based on information received from people and 
 literature. 
 Logical knowledge: based on reasoning from generally accepted to new 
 knowledge. 
 Empirical knowledge: based on facts observed through  observation 
 and experimentation. 
 
In this study, the researcher gained and used knowledge from these four sources 
as follows: 
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 Intuitive knowledge: the initial idea for the research informed by the 
 researcher’s membership of the expatriate community in Qatar. 
 Authoritative knowledge: the detailed literature review of important 
 themes in Qatar’s work and cultural system, models of adjustment, 
 contemporary expectations of organisations, expatriate selection and 
 recruitment, orientation and cross-cultural integration models and theories.  
 Logical knowledge: the analysis of findings and reasoning applied 
 towards presenting a conclusion and recommendations that are 
 presented in Chapter five and Chapter six. 
 Empirical knowledge: the data collected during the semi-structured 
 interviews and the survey questionnaire as the data collection instruments. 
  
The above discussion highlights both the ontological and epistemological position 
of the researcher, which resulted in the philosophical basis of this research study. 
 
4.1.4     Research paradigm 
 
There are two different kinds of research paradigms that can include a unique 
ontological and epistemological position as outlined above. Jankowicz (2006: 7) 
described these two approaches as positivism and constructivism.  Jakobsen 
(2013) defined positivism as a philosophical position that asserts empirical data 
and scientific methods. He further pointed out positivists in the academic 
community view the world exclusively, as having regularities which can be found 
through observation. Similarly, Jankowicz (2006: 7) argued that positivism is 
realist as it searches for truths that exist in the world. On the other hand, Greener 
(2008: 16) stated positivism is an approach usually associated with natural 
science research which involves empirical testing. With regard to constructivism, 
Jankowicz (2006: 7) stated that it is an approach aimed at avoiding skepticism. In 
addition, he pointed out constructivists in the academic community avoid any 
search for absolute truths and rather focus on socially agreed understanding. 
Similarly, Greener (2008: 34) stated that constructivism aims to view the world 
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through the eyes of the population being studied, which allows for several 
perspectives rather than the single reality or truth that is generally associated with 
positivism. 
 
Anderson (2009: 134) argued that an objectivist world view underpins positivism, 
which adopts scientific methods to collect data and test for relationships in order 
to form conclusions which can be generalised in a study. Anderson (2009: 134) 
further argued that a social constructivist world view examines the meanings and 
experiences of different people in different situations (including cultural contexts) 
in order to explain different realities in human situations. With regard to this study, 
the research paradigm was constructivist. 
 
Greener (2008: 35) stated it is common for researchers studying phenomena in 
business and management to use mixed methods in data collection and analysis. 
As mentioned in Chapter one, this study combined both qualitative and 
quantitative methods for data collection and analysis which in academic literature 
is referred to as a mixed method. Denzin and Lincoln (2005) cited in Merriam and 
Merriam (2009: 13) described qualitative research as studying phenomena in their 
natural setting, whilst attempting to interpret and make sense of it in terms of the 
meaning that people assign to the phenomena.  The qualitative method employed 
in this study included the semi-structured interviews (that were conducted with ten 
members of the sample group) and the open ended questions found in Section F 
of the survey questionnaire. On the other hand, Pellissier (2007: 20) described 
quantitative research as “scraping the surface of people’s attitudes and feelings”. 
Nonetheless, Pellissier (2007: 20) pointed out its strength is the application of 
mathematical analysis to explain the phenomena being studied. 
 
The mixed method approach described above elicited both numerical 
(quantitative) and open ended (qualitative) data.  The qualitative method allowed 
the researcher to test for relationships between data for conclusions to be 
generalised, whereas the qualitative method allowed for more detailed responses 
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(data collection) and captured the human element in the responses. Pellissier 
(2007: 22) stated that both the qualitative and quantitative approaches should be 
seen as mutually supportive and that both have a place in validating research 
outcomes in academic research.  
 
 
4.2 RESEARCH DESIGN 
 
Sellitz et al. (1981) cited in Jankowicz (2006: 20) defined research design as a 
planned arrangement of conditions for the collection and analysis of data in a 
manner that considers the purpose of the research as well as the economy of the 
procedure. Stebbins (2001) highlighted three different types of research designs 
namely: exploratory, descriptive and explanatory.  
 
Karley (n.d: 18) described exploratory research as a valuable approach to ask 
open questions, discover information and gain insights about a specific 
phenomenon.  As mentioned in Chapter three, there is a substantial amount of 
academic literature on the topic of expatriate (cultural) adjustment, however most 
of it relates to the traditional expatriate (one sent by a multi-national company on 
an international assignment) and a very limited amount of theory addresses self-
initiated expatriation. For this reason, an exploratory design was employed in this 
study in the form of the detailed literature review on current models of adjustment, 
which resulted in the conceptual model of this study (refer to Figure 1.4). 
Additionally, one could argue that the semi-structured interviews with a group of 
ten members of the sample group could also be classified as exploratory in 
nature. 
 
On the other hand, a descriptive design is more conclusive in nature in 
comparison to the exploratory design discussed above. Jankowicz (2006: 24) 
stated the intention of a descriptive design is to identify the crucial features of the 
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phenomena under study and thereafter to describe them as accurately as 
possible.  
 
In this study, the researcher employed the descriptive approach by administering 
a survey questionnaire during the main empirical study. The data collected was 
transferred to an MS Excel spread sheet, following which the researcher 
collaborated with a statistician from Nelson Mandela Metropolitan University with 
regard to the type of statistical analysis required. Descriptive data (mean scores 
and standard deviations) are presented in Chapter five. On the other hand, the 
inferential statistics presented and discussed were the one-way MANOVA test 
(multivariate analysis of variance) to determine whether there were statistically 
significant differences between the mean scores across selected biographical 
details and responses. The one-way ANOVA (univariate analysis of variance) and 
independent t-Test (univariate analysis of variance) were also conducted to 
determine whether significant differences existed where the MANOVA’s were 
significant. Cohen's d test for practical significance and the Cronbach alpha to test 
the internal consistency and reliability of the statements used in the questionnaire 
for this study were also used. This data is also presented in Chapter five. 
 
With regard to explanatory research, Jankowicz (2006: 24) stated that it aims to 
explain rather than simply explore or describe the phenomena being studied. This 
type of research design was not employed in this study. The exploratory and 
mainly descriptive research design used in this study emanated from identifying 
the main problem and its related sub-problems. 
 
The main problem 
 
What framework can be utilised for the successful integration of 
skilled/professional self-initiated expatriates into Qatari organisations? 
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An analysis of the main problem in this study resulted in the formulation of the six 
sub-problems. 
 
Sub-problem 1 
 
What are the expectations that organisations have of skilled/professional SIEs, 
especially those entering the Qatari work and cultural system?  
 
Sub-problem 2 
 
What are the theoretical guidelines for the integration of expatriates into a foreign 
work and cultural system, specifically in relation to recruitment and selection, 
orientation and cross-cultural integration?  
 
Sub-problem 3 
 
To what extent do recruitment and selection practices in organisations in Qatar 
follow theoretical guidelines for the integration of expatriates into a foreign work 
and cultural system?  
 
Sub-problem 4 
 
To what extent do orientation (including cross-cultural training) practices in 
organisations in Qatar follow theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system?  
 
Sub-problem 5 
 
To what extent do organisations in Qatar employ on-going strategies to integrate 
skilled/professional SIEs into Qatari work and cultural systems?  
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Sub-problem 6 
 
What are the challenges faced by skilled/professional SIEs entering the Qatari 
work and cultural system?  
 
 
4.3 THE EMPIRICAL STUDY 
 
The empirical study was conducted by means of semi-structured interviews with a 
group of ten members of the sample group and a survey questionnaire, which 
allowed for the collection of a large amount of data. The survey questionnaire was 
used to collect biographical details from the respondents, as well as their views 
across a range of dimensions that addressed the main and sub-problems. The 
biographical information of the respondents collected during the survey is also 
presented and discussed in this chapter. 
 
4.3.1 Research method 
 
Greener (2008: 10) stated the terms research methodology and research 
methods are often used interchangeably, however the former is more about the 
researcher’s approach towards answering the research questions, whereas the 
latter refers to specific activities that are used to generate data. Jankowicz (2006: 
29) pointed out that there are four research methods available in business and 
management research: interpretive, case study, survey and experimental 
methods. Jankowicz (2006: 45) further stated that the survey method is used to 
establish people’s views of what they think, believe or feel in order to use their 
views to support the researcher’s argument. In this study, the survey method was 
used. The survey method allowed the researcher to direct questions during the 
main study to a relatively large group of people (102 respondents) who 
represented the larger SIE community based in Qatar. 
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4.3.2     Population and sampling 
 
Jankowicz (2006: 48) stated that sampling is the deliberate choice of a number of 
units (e.g. people) to be included in a study. In academic research this group of 
selected units is referred to as the sample. During the empirical study, the sample 
provides the researcher with data from which they can draw conclusions about 
the larger group they represent, referred to as the population. With regard to this 
study, it was not feasible for the researcher to collect and analyse data from all 
SIEs based in Qatar due to the size of the population as well as variables such as 
access, time and money. In a situation such as this, where the population is too 
large to include in the study, it is appropriate to select a sample to represent the 
larger SIE population in Qatar. 
 
Sampling techniques are categorised as either probability (representative) or non- 
probability (judgmental) sampling (Jankowicz, 2006). Jankowicz (2006: 51) 
argued that with probability sampling, the chance or probability of each unit in the 
population being selected and included in the sample is known. On the other 
hand, Jankowicz (2006: 49) pointed out that with non-probability sampling, the 
respondents are chosen based on convenience. The difficulties associated with 
this approach, are issues of bias and the sample not being representative of the 
population. Nonetheless, Jankowicz (2006: 48) argued that researchers are still 
able to generalise about the population in a study from a non-probability sample 
by means of inference and triangulation. In this study, a non-probability sample 
was used. 
 
Tichapondwa (2013: 123) argued that non-probability samples could be viewed as 
unscientific. Nonetheless, a non-probability sample was used to acquire 
descriptive information about the sample, as it was inexpensive and convenient. 
Saunders, Lewis and Thornhill (2009) stated the logic on which a researcher 
bases their selection of units for the sample should be dependent on the research 
questions and objectives. With regard to this study, the sample included SIEs 
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based in Qatar and excluded traditional expatriates sent to Qatar by multi-national 
corporations. The researcher aimed to establish the views of the sample group in 
order to answer the main research problem, which was: What framework can be 
used for the integration of skilled/professional self-initiated expatriates into Qatari 
organisations?  
 
There are three main types of non-probability sampling, namely convenience 
sampling, quota sampling and purposive sampling (Tichapondwa, 2013: 123 - 
124). For this study, the researcher used the latter. There are several different 
arrangements possible for purposive sampling. In this study, snowball sampling 
was used whereby the researcher approached SIEs he interacted with in a social 
setting and they referred new respondents from the expatriate community to the 
researcher.  
 
The strength of this form of sampling is the selection of information rich units in 
order to conduct an in-depth study (Patton, 1990 cited in Tichapondwa, 2013: 
124). However, Jankowicz (2006: 50) argued that the main weakness of this form 
of sampling is that the researcher is not fully sure if the basis for viewing the 
respondents as typical does not gradually change as the sample size increases. 
In this study, the sample excluded traditional expatriates sent to Qatar by multi-
national corporations as part of an international assignment/project. The sample 
group was exclusively skilled/professional SIEs employed in Qatari organisations 
and comprised of: 
 
 Male and female SIEs (including managers and non-managers) employed 
 in skilled/professional roles. 
 SIEs from a wide range of origin countries. 
 A mix of single and family status respondents. 
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4.3.3     The questionnaire 
 
Jankowicz (2006: 45) stated the survey method draws most of its data from the 
present and is used to establish the views of a sample of the population in order 
to generalise conclusions to the wider population. Moreover, Jankowicz (2006: 
45) pointed out that the structured questionnaire associated with the survey 
method is useful in situations where the relative frequency which certain views are 
held is informative. As mentioned earlier, the research paradigm of this study was 
constructivist. As such, the researcher selected the questionnaire as the method 
to collect the views of a sample of the population being studied. 
 
4.3.3.1      The development of the questionnaire 
 
The development of the questionnaire was informed by: theoretical guidelines of 
best practices discussed earlier, as well as insights gained from the semi-
structured interviews. These interviews were conducted with a group of ten 
members of the sample group. Data gleaned from these interviews were 
presented in Chapter three of this study. The questionnaire is attached as 
Appendix B. 
 
Greener (2008: 69) provided the following guidelines for the development of a 
questionnaire: 
 
 Ensure that all questions are related to your research focus. 
 Avoid ambiguity. 
 Avoid vague terms in your questions. 
 Avoid leading questions. 
 Do not ask double questions. Allow the respondents to answer one 
 question at a time. 
 Ensure that the questionnaire’s spelling and grammar transmits the 
 accurate meaning of each question. 
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 Avoid technical words that may be unfamiliar to the respondents. 
 Ensure that every question using the Likert Scale makes sense when 
 answered in this way. 
 Ensure that the layout is user-friendly and easy to read. 
 Give clear instructions on how to respond to the questions. 
 Pilot the questionnaire to ensure that it is covers the research questions of 
 the study. 
 
On the other hand, Jankowicz (2006: 20) provided the following guidelines with 
regard to the wording of each item in the questionnaire: 
 
 Does the item elicit the response without being too long or complex? 
 Is the vocabulary simple and clear? 
 Does it avoid obscurity? 
 Does it avoid any undefined qualitative words? 
 Is the basis for answering specified? 
 Does it mislead through hidden implications or words evoking stereotypes? 
 Is it too personal? 
 
These theoretical guidelines discussed above directed the researcher’s approach 
to the design of the questionnaire used in this study. 
 
As mentioned earlier, a mixed method approach that elicited both numerical 
(quantitative) and open ended (qualitative) data was used in this study. The 
qualitative method allowed the researcher to test for relationships between data in 
order to draw conclusions which could be generalised, whereas the qualitative 
method allowed for more detailed responses (data collection) and captured the 
human element in the responses.  With regard to structuring, it should be noted 
that: open ended questions, dichotomous questions that required a yes or no 
response, multiple-choice questions and rating questions that consisted of five 
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positions along a dimension (Strongly agree, Agree, Neither agree or disagree, 
Disagree, Strongly disagree) were used in this study. 
 
The questionnaire was divided into six sections.  
 
Section A: the aim of this section was to gather the biographical data of the 
respondents. For this section both multiple choice and dichotomous questions 
were used. There were a total of 11 questions. 
 
Section B: included 16 statements that were aimed at gathering empirical data 
regarding the recruitment and selection experience of the respondents. This 
section was formatted according to the Likert Scale. 
 
Section C: included 21 statements that were aimed at gathering empirical data 
regarding the orientation experience of the respondents. This section was 
formatted according to the Likert Scale. 
 
Section D: included 21 statements that were aimed at gathering empirical data 
regarding the cross-cultural integration experience of the respondents. This 
section was formatted according to the Likert Scale. 
 
Section E: included six statements that were aimed at gathering empirical data 
regarding the types of challenges that were experienced by the respondents. This 
section was also formatted using the Likert Scale. 
 
Section F: included six questions that covered the recommendations from the 
respondents. For this section open-ended questions were used to gather 
qualitative data. 
 
There has been a considerable amount of debate amongst researchers in the 
academic community regarding the inclusion of a mid-point in a survey scale and 
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what the selection of the mid-point actually represents (Velez & Ashworth, 2007: 
69). However, neglecting to include a mid-point may force the respondents in a 
survey to express an opinion they do not actually have (University of Nottingham, 
n.d.). Furthermore, research has shown that including a mid-point in a bipolar 
scale (such as the Likert Scale) increases reliability (Stanford University, n.d.). For 
this study, the researcher believed the mid-point was an important option to cater 
for those respondents who did not have an opinion on a specific item. 
 
4.3.3.2        Validity, reliability and utility 
 
Jankowicz (2006: 59) argued that there are three main factors which ensure a 
good set of results, allowing the researcher to argue for the robustness of their 
findings. These are validity, reliability and utility. 
 
Validity 
 
Generally, validity is concerned with the degree of soundness of the research 
design, research methods and data collection. Jackson (2012: 67) argued that 
validity refers to whether a measure is genuine and measures what it claims to 
measure. Jackson (2012: 67) pointed out that there are four main ways of 
characterising validity in a research study, namely: content validity, face validity, 
construct validity and criterion validity. White and McBurney (2013) described 
these four types of validity as follows: 
 
Content validity: the test ought to sample the behaviour represented by the 
theoretical concept of the study. 
 
Face validity: the test should seem to test what it is supposed to be testing. 
 
Construct validity: the degree to which the test measures the constructs it is 
designed to measure. 
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Criterion validity: the notion that the test correlates with other measures of the 
same theoretical construct. 
 
The following actions were taken by the researcher to improve the validity 
discussed above, specifically with regard to the survey questionnaire: 
 
 The development of the questionnaire was based on the literature  review 
 and theoretical guidelines in Chapter three, as well as the insights  gained 
 from the semi-structured interviews with a diverse group of ten 
 members of the sample group. 
 The questionnaire was reviewed by academic professionals in Human 
 Resource Management at the Nelson Mandela Metropolitan University. 
 
Reliability 
 
White and McBurney (2013) described reliability as the consistency of a 
measurement that provides the same result at different times. Jankowicz (2006: 
60) argued if the techniques and analysis procedures used have low reliability, 
then a valid (accurate) explanation will be impossible. As such, reliability is 
considered a priority.  
 
The test-retest reliability method is an easy way of testing the reliability of an 
instrument over time. With regard to this study, this method required the survey 
questionnaire to be administered twice to the same group of respondents. A 
disadvantage of this method is that it is challenging to persuade respondents to 
complete a detailed questionnaire, such as the one used in this study, a second 
time. In light of this, SIEs whom the researcher interacted with socially were 
approached to participate in the pilot study. The pilot study achieved an 
acceptable level of test-retest results.  
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On the other hand, internal consistency refers to the correlation of responses to 
each question with those received for other questions, or to questions within the 
same sub-section of the questionnaire. The responses to Sections B, C, D and E 
of the questionnaire were statistically tested for internal consistency by means of 
the Cronbach alpha test. Except for three factors, all the selected factors that 
were statistically tested obtained a Cronbach alpha coefficient exceeding 0.70, 
thus confirming reliability. The factors that obtained a coefficient of less than 0.70 
were personal and family preparedness (0.69), role preparedness (0.67) and 
family integration (0.68). According to Sarstedt and Mooi (2014: 256) an alpha 
coefficient that is greater than 0.60 is acceptable in an exploratory study.  
 
Utility 
 
Jankowicz (2006: 60) described utility as the usefulness of the results of a 
questionnaire that contributes towards the robustness of the study’s findings, for 
example if it contributes towards a particular body of knowledge. In this study the 
questionnaire was developed based on the insights gained from the semi-
structured interviews and the literature review. As mentioned before there has 
been very little research done on SIEs in Qatar, therefore one could argue that 
the results of this study have a high degree of usefulness. 
 
4.3.3.3        The e-mail with information about the questionnaire 
 
The researcher provided written information to the respondents in an e-mail and 
included the link to the questionnaire on Survey Monkey (refer to Appendix C). 
Jankowicz (2006: 16) provided some guidelines for developing a statement of 
purpose which include: 
 
 A statement of who the researcher is and who is supporting the researcher. 
 The purpose of the questionnaire. 
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 A request for cooperation, in which the researcher shows how the 
 completion of the questionnaire may be of benefit to the respondent. 
 A statement that the respondent’s material will be treated responsibly, with 
 a brief description of confidentiality and security arrangements. 
 An expression of thanks in anticipation. 
 
These theoretical guidelines were incorporated into the design of the written 
information that was e-mailed to the respondents, which included the link to the 
survey questionnaire (refer to Appendix C). 
 
4.3.4 The pilot study 
 
The approach taken in respect of the pilot study in this research study was as 
follows: 
 
 The questionnaire was subjected to academic scrutiny prior to the pilot 
 study by senior Human Resource Management academics. These 
 individuals have extensive research knowledge and skills. 
 The questionnaire was given to two senior human resource practitioners 
 in management roles at a local Qatari organisation for their review prior to 
 the pilot study. 
 The questionnaire was then piloted with five members of the sample group. 
 
The results from the pilot study were satisfactory and no major areas of concern 
were raised by the participants. 
 
4.3.5       Questionnaire administration 
 
The study sample consisted of skilled/professional self-initiated expatriates based 
in Qatar. Traditional expatriates sent on assignments by companies were not 
included in this study. As mentioned earlier, snowball sampling was used. The 
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questionnaire was administered to 102 respondents. The researcher approached 
SIEs in existing social settings as well as other members of the expatriate 
community in Qatar to whom the researcher was referred. As mentioned in 
Chapter one, according to the Labor force survey third quarter, 2014 (Qatar 
Information Exchange, 2014) there were 1,652,000 economically active residents 
in Qatar which included 1,556,684 expatriates. This figure included both 
skilled/professional and unskilled expatriate workers. According to the 
Demography, Migration and Labour Market Report for 2014, 72% of the expatriate 
workforce was employed in unskilled occupation categories (De Bel-Air, 2014: 7). 
In light of the above information, one could argue that the skilled/professional 
population at the time of the report was approximately 436,000, or twenty eight 
percent of the expatriate workforce. For this reason the sample size of 102 
skilled/professional SIEs could be considered as acceptable. 
 
Survey Monkey was used for the distribution of the questionnaire. The researcher 
found it to be a user-friendly and economical method. The respondents were a 
mixed sample group including single or married, managers or non-managers and 
were from a wide range of employment sectors and origin countries. At the outset, 
the researcher requested and recorded the personal e-mail addresses of each of 
the respondents in order to forward the link to the Survey Monkey questionnaire. 
As mentioned earlier the e-mail included written information (refer to Appendix C). 
The respondents were thanked for their participation and assured of the 
anonymity of their participation and responses. All questionnaires were completed 
within a week of sending out the e-mail with the link to Survey Monkey.  
 
4.3.6     Response rate 
 
The written information and link to the questionnaire on Survey Monkey were sent 
to 102 participants. Table 4.1 provides an outline of the number of responses 
received. 
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Table 4.1:  Number of responses  
 
From Table 4.1 it is evident that 102 (100%) responses were received within a 
week of sending out the survey questionnaire. Jugenheimer, Bradley, Kelley and 
Hudson (2010: 116) stated that with the snowball sampling method the response 
rate is typically high, however, the chance of sampling bias may also be high.  
 
Even though 102 respondents responded to the survey, some respondents did 
not complete some questions or sub-sections. This could be the result of them 
commencing with the completing of questionnaire and then (a) deciding not to 
complete it or alternatively (b) they could have been interrupted, closed Survey 
Monkey and then started the questionnaire again (from the beginning) at a later 
stage.  The researcher rejected eight of the questionnaires as the respondents 
failed to answer any of the questions other than those found in Section A.  As a 
result, the final sample size was 94 (response rate: 92%) which could still be 
considered as acceptable. 
 
 
4.4      RESEARCH ETHICS 
 
Jankowicz (2006: 50 - 51) highlighted four main issues that researchers should 
consider during the research design and methodology phase of their study. This 
included: 
 
 Professionalism: the researcher’s work must conform to acceptable 
 standards of technical, methodological, legal and professional practice.  
CATEGORY NUMBER OF 
RESPONSES 
PERCENTAGE 
Skilled/professional SIE 102 100 
TOTAL 102 100 
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 Data collection: the researcher must follow appropriate procedures for the 
 collection, preparation, analysis and storage of the data collected. 
 
 Freedom of participation: the respondents need to know the reasons for 
 their involvement, implications for involvement and the ways in which the 
 findings may be used and publicized. The respondents should also be 
 able to refuse or change their minds about participation without adverse 
 consequences. 
 
 Interpretation of findings: the immediate and longer term interpretation 
 and uses of the findings must be carefully done and access to the 
 data/information should be provided to the respondents. 
 
The above theoretical guidelines guided the researcher’s approach throughout 
this study. Furthermore, prior to conducting the empirical study authorisation was 
obtained from the Research Ethics Committee at the Nelson Mandela 
Metropolitan University (refer to Appendix E). The ethics approval number given 
to this study was H14-BES-HRM-084. 
 
 
4.5 SYNTHESIS OF THE RESEARCH METHODOLOGY USED IN THIS 
STUDY 
 
Table 4.2 below is an illustration that provides a synthesis of the core elements of 
the research methodology used in this study. 
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Table 4.2:  Synthesis of research methodology used in this study 
 
MAIN RESEARCH PROBLEM 
What framework can be utilised for the successful integration of 
skilled/professional self- initiated expatriates into Qatari organisations? 
RESEARCH METHODOLOGY 
RESEARCH PARADIGM Constructivist 
  RESEARCH DESIGN Exploratory and descriptive research 
RESEARCH METHOD Survey method 
DATA COLLECTION METHOD  Semi structured interviews  
 Questionnaire 
DATA COLLECTION TECHNIQUE  Interview schedule 
 Self-administered  questionnaire 
GENERALISABILITY Triangulation 
Qualitative data Quantitative data 
SAMPLING TECHNIQUE Non-probability (snowballing method) 
TARGET GROUP Skilled/professional SIEs from 
diverse backgrounds/countries 
SEMI- STRUCTURED STUDY  Ten interviewees 
STRUCTURED MAIN STUDY  Five respondents (pilot study) 
94 final sample size (main study) 
DATA ANALYSIS METHODS  Content analysis (qualitative) 
 Descriptive statistics 
(quantitative) 
DATA ANALYSIS SOFTWARE  MS Word/Excel (qualitative) 
 SPSS (quantitative) 
Source: Author (2015) 
 
 
4.6 PRESENTATION AND ANALYSIS OF BIOGRAPHICAL DATA 
 
In Section A of the questionnaire the respondents were asked to provide 
information such as: age, gender, nationality, family status, work sector, level of 
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job role, length of residency in Qatar and proficiency level of Arabic. They were 
also asked: whether they had dependent children living with them in Qatar, 
whether they had previous working experience in the Middle East and the main 
reasons they decided to relocate to Qatar. 
 
The above questions were included in the questionnaire due to their potential 
value as independent variables to determine whether there were any significant 
similarities or differences in the responses to the various sub-sections (Sections 
B, C, D and E) of the questionnaire. The information obtained from Section A is 
presented and discussed below. 
 
4.6.1     Age  
 
Question A1 required the respondents to indicate their age. The results are 
presented in Table 4.3. 
 
Table 4.3:  Age  
 
Chart 4.1 provides a visual representation of the age of the respondents who 
participated in the survey. 
 
 
 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
20 to 30 years 19 20.2 
31 to 40 years 35 37.2 
41to 50 years 26 27.7 
51 years and above 14 14.9 
TOTAL 94 100 
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Chart 4.1:  Age  
 
 
It is evident from Table 4.3 and Chart 4.1 that the respondents who participated in 
this study came from a broad range of age groups. The 31 to 40 years (37.2%) 
and 41 to 50 years (27.7%) categories had the highest and second highest 
number of respondents respectively. This may be reflective of the 
skilled/professional SIE population in Qatar, who in the 31 to 50 years age range 
are in the prime of their career and are therefore ideally positioned to contribute 
towards building Qatar’s knowledge-based economy. 
 
On the other hand, the lowest number of respondents was in the 51 years and 
above category (14.9%). This is somewhat aligned with the Labor force survey 
third quarter, 2014 which reported that  the age category of 55 years and above 
represented the least economically active residents in Qatar (Qatar Information 
Exchange, 2014). 
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4.6.2     Gender  
 
Question A2 required the respondents to indicate their gender. The results are 
presented in Table 4.4. 
 
Table 4.4:  Gender  
 
Chart 4.2 provides a visual representation of the gender of the respondents that 
participated in the survey. 
 
Chart 4.2:  Gender  
 
 
Table 4.4 and Chart 4.2 show that more males (58.5%) than females (41.5%) 
participated in the study. Qatar has a skewed male to female demographic with 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Male 55 58.5 
Female 39 41.5 
TOTAL 94 100 
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reports showing a ratio of 3.29 males for every female resident (CIA World Fact 
Book, 2014). However, both genders were sufficiently represented in this study. 
 
4.6.3     Nationality  
 
Question A3 required the respondents to indicate their nationality. The results are 
presented in Table 4.5. 
 
Table 4.5:  Nationality 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
American 03 3.2 
Australian 06 6.4 
Bangladeshi 01 1.1 
British 16 17 
Canadian 04 4.3 
Costa Rican 01 1.1 
Dutch 01 1.1 
Filipino 05 5.3 
French 01 1.1 
German 01 1.1 
Greek 04 4.3 
Indian 18 19.1 
Irish 03 3.2 
Kenyan 01 1.1 
Lebanese 01 1.1 
Mexican 02 2.1 
New Zealander 02 2.1 
Pakistani 03 3.2 
Sri Lankan 03 3.2 
South African 17 18.1 
Sudanese 01 1.1 
TOTAL 94 100 
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Chart 4.3 provides a visual representation of the nationalities of the respondents 
who participated in the survey. 
 
Chart 4.3:  Nationality  
 
 
Table 4.5 and Chart 4.3 show that there were a total of twenty one nationalities 
represented in the study. The nationality mix of the respondents is reflective of the 
multiculturalism that is found in Qatar. The highest numbers of responses were 
received from Indians (19.1%) and South Africans (18.1%). This was closely 
followed by British respondents (17%). As mentioned previously, a snowball 
sampling method was used. The sample group included expatriates who interact 
in the same social setting as the researcher. The country of origin of the 
researcher is South Africa, which explains the high response rate from South 
African expatriates. On the other hand, according to reports from the World 
Population Review and  the CIA World Fact Book, Indians are the second highest 
ethnic group after Arabs found in the local population in Qatar (refer to Chapter 
one, paragraph 1.1.1) which explains the high response rate from Indian 
expatriates. Snoj (2014) pointed out that individuals from the United Kingdom 
represent the largest community of Western expatriates found in Qatar. As such, 
this would explain the high response rate from British nationals in this study. 
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4.6.4     Work sector  
 
Question A4 required the respondents to indicate their work sector. The results 
are presented in Table 4.6. 
 
Table 4.6:  Work sector 
 
Chart 4.4 provides a visual representation of the work sectors of the respondents 
who participated in the survey. 
 
Chart 4.4:  Work sector  
 
 
It is evident from Table 4.6 and Chart 4.4 that the majority of the respondents in 
the study were employed in the healthcare sector (48%). The researcher is 
employed in this sector, which explains the high response rate. Additionally, 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Healthcare 45 48.0 
Education 23 24.4 
Aviation 26 27.6 
TOTAL 94 100 
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responses were received from two other skilled work sectors namely, aviation 
(27.6%) and education (24.4%).  
 
4.6.5     Job role  
 
Question A5 required the respondents to indicate the level of their current job role, 
namely whether it was a management or non-management role. The results are 
presented in Table 4.7. 
 
Table 4.7:  Job role 
 
Chart 4.5 provides a visual representation of the job role levels of the respondents 
who participated in the survey. 
 
Chart 4.5:  Job role 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Management 35 37.2 
Non-management 59 62.8 
TOTAL 94 100 
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Table 4.7 and Chart 4.5 show that more non-management (62.8%) than 
management (37.2%) respondents participated in the study. This is reflective of 
any workforce, including Qatar’s, where the management population is always 
smaller than the non-management group. Additionally, those respondents who 
identified their roles as management (37.2%) positions could be further broken 
down into junior, middle, senior and executive management which was not done 
in this study. However, both levels of job roles, namely management and non-
management were adequately represented.  
 
4.6.6     Family status  
 
Question A6 required the respondents to indicate their family status. The results 
are presented in Table 4.8. 
 
Table 4.8:  Family status 
 
 
Chart 4.6 provides a visual representation of the family status of the respondents 
who participated in the survey. 
 
 
 
 
 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Married 49 52.1 
Single 45 47.9 
TOTAL 94 100 
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Chart 4.6:  Family status  
 
 
It is evident in Table 4.8 and Chart 4.6 found above, that more married (52.1%) 
than single (47.9%) respondents participated in the study. However, both groups 
of expatriates were adequately represented. The adjustment of family members, 
especially the spouse, is one of the most important variables with regard to 
expatriate integration (Black, 1988; Black & Stephens, 1989 cited in Black et al., 
1991: 312).  
 
4.6.7     Dependent children  
 
Question A7 required the respondents to indicate whether they had dependent 
children living with them in Qatar. The results are presented in Table 4.9. 
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Table 4.9:  Dependent children  
 
 
Chart 4.7 provides a visual representation of the dependent children categories of 
the respondents who participated in the survey. 
 
Chart 4.7:  Dependent children  
 
 
Table 4.9 and Chart 4.7 show that more respondents without dependent children 
(67%) than those with dependent children (33%) in Qatar participated in the 
study. Nonetheless, the representation of these two groups is acceptable. 
 
4.6.8     Length of residency  
 
Question A8 required the respondents to indicate their length of residency in 
Qatar. The results are presented in Table 4.10. 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Yes 31 33 
No 63 67 
TOTAL 94 100 
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Table 4.10:  Length of residency 
 
Chart 4.8 provides a visual representation of the length of residency of the 
respondents who participated in the survey. 
 
Chart 4.8:  Length of residency  
 
 
It is clearly shown in Table 4.10 and Chart 4.8 that the respondents in this study 
had various lengths of residency in Qatar. The highest number of respondents 
emanated from the one to three year category (45.7%) and the lowest number of 
respondents from the less than a year category (12.8%). 
 
4.6.9     Level of Arabic proficiency  
 
Question A9 required the respondents to indicate their level of proficiency in 
Arabic. The results are presented in Table 4.11. 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Less than one year 12 12.8 
One to three years 43 45.7 
Four  to six years 13 13.8 
More than six years 26 27.7 
TOTAL 94 100 
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Table 4.11:  Level of Arabic proficiency  
 
Chart 4.9 provides a visual representation of the levels of proficiency in Arabic of 
the respondents who participated in the survey. 
 
Chart 4.9:  Level of Arabic proficiency 
 
 
Table 4.11 and Chart 4.9 show that most respondents indicated their level of 
proficiency in Arabic to be either none (58.5%) or basic (34%). A very small group 
of the respondents indicated their levels to be intermediate (3.2%) or advanced 
(4.3%). Ronen’s (1986) model of expatriate selection cited in Chew (2004: 6) and 
Caliguri (2000), Selmer (2001), Franke and Nicholson (2002), Huo et al. (2002), 
Welch (2003) and Graf (2004) cited in Adler and Zhu (2005: 4) argued that 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
None 55 58.5 
Basic 32 34.0 
Intermediate 03 3.2 
Advanced 04 4.3 
TOTAL 94 100 
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language fluency is a commonly used criteria for expatriate selection. 
Nonetheless, it is clear from the above information that this was not a criteria used 
in the selection process for the respondents in this study. 
 
4.6.10      Previous Middle East work experience 
  
Question A10 required the respondents to indicate whether they had previous 
Middle East work experience before coming to Qatar. The results are presented in 
Table 4.12. 
 
Table 4.12:  Previous Middle East work experience  
 
Chart 4.10 provides a visual representation of previous Middle East work 
experience of the respondents who participated in the study. 
 
Chart 4.10:  Previous Middle East work experience 
               
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Yes 23 24.5 
No 71 75.5 
TOTAL 94 100 
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It is evident in Table 4.12 and Chart 4.10 found above that most respondents 
(75.5%) did not have previous work experience in the Middle East. On the other 
hand, some of the respondents (24.5%) indicated they did have previous 
experience. The fact that most of the respondents in this study did not have prior 
experience was beneficial, as it allowed the researcher to collect rich data 
regarding the integration experiences from the respondents who were living and 
working in the Middle East for the first time. 
 
4.6.11     Main reason for relocating to Qatar 
 
Question A11 required the respondents to indicate their main reason for 
relocating to Qatar. The results are presented in Table 4.13. 
 
Table 4.13:  Main reason for relocating to Qatar 
 
CATEGORY RESPONSE 
FREQUENCY 
PERCENTAGE 
Acquire international 
experience 
24 24.5 
Career growth 30 30.9 
Financial gain 27 26.6 
Previous work 
experience 
10 6.4 
Career growth and 
financial gain 
01 1.1 
Spouse relocated 04 4.3 
Born in Qatar 03 3.2 
Headhunted 01 1.1 
Combination of reasons 01 1.1 
Contribute towards 
implementing best 
practices in healthcare 
01 1.1 
TOTAL 94 100 
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Chart 4.11 provides a visual representation of responses related to reasons for 
relocating to Qatar. 
 
Chart 4.11:  Main reason for relocating to Qatar  
 
  
Table 4.13 and Chart 4.11 show that the respondents in the study had a broad 
range of reasons for relocating to Qatar. The categories with the strongest 
response rates were: career growth (30.9%), financial gain (26.6%) and to acquire 
international experience (24.5%). 
 
The above response rates are congruent with that found in current literature. For 
example, Vaiman and Haslberger (2013: 66) found in their study that expatriates 
seek career development (growth), which includes professional development and 
advancement in their careers. Vaiman and Haslberger (2013: 37) stated that 
financial gain is also a key motivator, however it was not considered as important 
as career growth, personal/family reasons or job security. With regard to 
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international experience, Kemppainen and Holden (2013) cited in Collings, Wood 
and Caligriu (2015: 354) found that the motivation for some individuals to become 
SIEs was the desire to belong to an international community of business 
practitioners. 
 
 
4.7     CONCLUSION 
 
This chapter presented the research methodology used during the research 
study, and more specifically: the ontological and epistemological position, 
research paradigm, research design, methods and techniques, the basis for 
generalisation and ethical considerations were discussed. In addition, a synthesis 
of the research methodology used in this study was provided. The biographical 
information collected during the empirical study (Section A of the survey 
questionnaire) was also presented and discussed. 
 
In the next chapter, the results obtained from the remaining sections of the 
questionnaire (Section B, C, D, E and F) are presented and discussed. The aim of 
these sub-sections of the questionnaire was to determine the views of the 
respondents regarding their recruitment, orientation and cross-cultural integration 
experience. Additionally, the challenges that they experienced and their 
recommendations to Qatari organisations will be presented and discussed. 
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CHAPTER FIVE 
 
ANALYSIS AND INTERPRETATION OF RESULTS 
 
 
5.1     INTRODUCTION  
 
In Chapter four, the research methodology used in this study was presented and 
discussed. The biographical data from Section A of the questionnaire was also 
presented and analysed. This section is aimed at addressing sub-problems three, 
four, five and six as was stated in Chapter one: 
 
Sub-problem 3: To what extent do recruitment and selection practices at 
organisations in Qatar follow theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system? 
 
Sub-problem 4: To what extent do orientation (including cross-cultural training) 
practices at organisations in Qatar follow theoretical guidelines for the integration 
of expatriates into a foreign work and cultural system? 
 
Sub-problem 5: To what extent do organisations in Qatar employ on-going 
strategies to integrate skilled/professional SIEs into Qatari work and cultural 
systems? 
 
Sub-problem 6: What are the challenges faced by skilled/professional SIEs 
entering the Qatari work and cultural system? 
 
These sub-problems were addressed by means of a survey with a questionnaire 
as a data collection instrument, which was aimed at establishing the views of the 
respondents across a range of dimensions as indicated in the sub-problems. The 
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survey was conducted among SIEs based in Qatar from the healthcare, aviation 
and education employment sectors. The results of sections B to E of the 
questionnaire are presented in the same order as they appeared in the 
questionnaire. The questionnaire consisted of four main sections, which covered 
the following areas: 
 
 Section B: Recruitment and selection experience. 
 Section C: Orientation experience. 
 Section D: Cross-cultural integration experience. 
 Section E: Challenges experienced. 
 
The research findings are presented in tabular form. These tables were 
developed with the aid of MS Excel and MS Word. 
 
 
5.2     QUANTATITIVE ANALYSIS OF RESULTS 
 
The raw data from the survey were converted into descriptive and inferential 
statistics. Dr. Jacques Pietersen, a statistician from the Nelson Mandela 
Metropolitan University assisted with the analysis of the survey data. The 
descriptive data included measures of central tendency and dispersion of selected 
variables. Sections B, C, D and E of the questionnaire were developed according 
to a Likert Scale. For each item the respondents had to indicate their views by 
selecting either: strongly agree, agree, neither agree or disagree, disagree or 
strongly disagree. Numerical values ranging from five (strongly agree) to one 
(strongly disagree) were used to allow for the quantitative analysis of the results.  
 
The inferential statistics employed were the one-way MANOVA test (multivariate 
analysis of variance) to determine whether there were statistically significant 
differences between the mean scores across selected biographical details and 
responses, the one-way ANOVA (univariate analysis of variance) and 
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independent t-Test (univariate analysis of variance) to determine whether 
significant differences existed where the MANOVA’s were significant.  Cohen's d 
test for practical significance and the Cronbach alpha to test the internal 
consistency and reliability of the statements used in the questionnaire for this 
study were also used. 
 
Even though 102 respondents responded to the survey, some respondents did 
not complete some questions or sub-sections. This could be because they 
commenced with the questionnaire and then (a) decided not to complete it or 
alternatively (b) they were interrupted, closed Survey Monkey and then started the 
questionnaire again (from the beginning) at a later stage.  The researcher rejected 
eight of the questionnaires as the respondents failed to answer any of the 
questions other than those found in Section A.  As a result the final sample size 
was 94 which could still be considered as acceptable. The total number of 
subjects (N) is indicated for each question. The quantitative analysis of the results 
from Sections B, C, D and E is presented below. 
 
5.2.1      Mean scores and standard deviations for Section B:  recruitment  
 and selection experience  
 
Section B of the questionnaire required the respondents to indicate their views 
regarding their recruitment and selection experiences. The high costs associated 
with expatriate failure have highlighted the importance of effective recruitment and 
selection practices (Scullion and Collings: 2006). Many researchers have argued 
that the main reasons for expatriate failure can be attributed to mistakes made 
during the recruitment and selection phase (Adler, 1981; Tung, 1981; Arthur & 
Bennet, 1995; Harvey & Noviceivic, 2001 cited in Chew, 2004). Table 5.1 
illustrates the means and standard deviations of the scores obtained for Section 
B. 
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Table 5.1:  Mean and Standard Deviation (SD) scores for Section B 
NO RECRUITMENT AND SELECTION  
EXPERIENCE 
 
N MEAN SD 
 
B1 I was asked to provide my company with 
information about my personal motivation for 
wanting to come to Qatar during the recruitment 
and selection process. 
94 3.36 1.02 
B2 I had a structured and competency-based 
interview during the recruitment and selection 
process. 
94 3.63 1.16 
B3 I received a comprehensive explanation of my job 
role during the recruitment and selection process. 
94 3.76 .991 
B4 I received information regarding the work norms 
of my company during the recruitment and 
selection process. 
94 3.27 1.12 
B5 A pre-screening of my family members was 
conducted to check their adaptability and 
willingness to relocate to Qatar during the 
recruitment and selection process. 
94 2.52 .901 
B6 I received pre-departure cross-cultural awareness 
training that prepared me for my arrival in Qatar. 
94 2.45 1.20 
B7 My family received pre-departure cross-cultural 
awareness training that prepared them for their 
arrival in Qatar. 
94 2.30 .878 
B8 I completed a personality (psychometric) test 
during the recruitment and selection process. 
94 1.90 .995 
B9 I received a comprehensive explanation of 
Qatar’s sponsorship system during the 
recruitment and selection process. 
94 2.44 1.06 
B10 I received a comprehensive explanation of the 
role that I would play in training/developing Qatari 
citizens as part of the national development 
strategy during the recruitment and selection 
process. 
94 2.29 1.11 
B11 I was invited for a site visit to Qatar during the 
recruitment and selection process. 
94 2.24 1.23 
B12 I received a comprehensive explanation regarding 
my salary structure and benefits during the 
recruitment and selection process. 
94 3.49 1.19 
B13 I had a contact person at my company who I 
could direct my questions/concerns to prior to my 
departure for Qatar. 
94 3.85 1.04 
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An analysis of the mean scores and standard deviations of the variables in 
Section B revealed an average mean score of 3.04 and an average standard 
deviation of 1.04. The mean scores for the variables in this section ranged from 
1.90 (disagreement) to 3.96 (agreement). The standard deviation ranged from 
.878 to 1.23, indicating a relatively narrow spread of the responses around the 
mean. The standard deviation suggests that the respondents were relatively in 
agreement with regard to the way they responded to the statements in Section B. 
 
For a group of five items the mean scores were between 3.5 and 4.15, which 
showed a tendency by the respondents to be more inclined towards ‘agreement’ 
on these items (B2, B3, B13, B14, and B15). This was with regard to whether the 
respondents: 
 
 had a structured, competency-based interview (B2: mean score = 3.63 and 
 SD = 1.16); 
 received a comprehensive explanation of their job role (B3: mean score = 
 3.76 and SD = .0991); 
 had a key contact person at their organisation (B13: mean score = 3.85 
 and SD = 1.04); 
 received quick responses to any queries/questions that they raised prior to 
 their departure (B14: mean score = 3.83 and SD = .923), and 
B14 I received quick responses to any 
queries/questions that I raised prior to my 
departure for Qatar. 
94 3.83 .923 
B15 I received clear information on what to do upon 
my arrival at Doha Airport, prior to my departure 
for Qatar. 
94 3.96 .938 
B16 I had a good idea of what to expect in my new 
work and social setting prior to my departure for 
Qatar. 
94 3.35 1.03 
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 received clear information on what to do upon their arrival at Doha Airport, 
 prior to their departure for Qatar (B15: mean score = 3.96 and SD = .938). 
 
The item, ‘I received clear information on what to do upon my arrival at Doha 
Airport, prior to my departure for Qatar’ received the highest ‘agreement’ with a 
mean score of 3.96 (SD = .938). On the other hand, the items, ‘I had a contact 
person at my company who I could direct my questions/concerns to prior to my 
departure for Qatar’ (mean score = 3.85 and SD = 1.04) and ‘I received quick 
responses to any queries/questions that I raised prior to my departure for Qatar’ 
(mean score = 3.83 and SD = .923) received the second and third highest mean 
scores respectively.  
 
The above information suggests that some of the theoretical guidelines for the 
integration of expatriates into a foreign work and cultural system, specifically in 
relation to recruitment and selection were followed by the respondents’ 
organisations. 
 
The CIPD (2014b) highlighted the importance of creating a positive candidate 
experience during recruitment. They argued that the recruitment process is a two-
way process as the candidate is also assessing the organisation. As such, 
effective communication practices (B13, B14 and B15) during the expatriate 
recruitment process can have a positive impact on an expatriate’s view of the 
hiring Qatari organisation. 
 
Additionally, the respondents were inclined towards ‘agreement’ with regard to 
whether they had a competency-based interview (B2). Illes (2009) argued that a 
competency-based (structured) interview is the recruitment technique with the 
strongest validity that can assist in selecting the right candidate for a job role. On 
the other hand, the respondents were also inclined towards ‘agreement’ with 
regard to whether they received a comprehensive explanation of their job role 
(B3). Cooper et al. (2003) cited in Illes (2009) argued that providing candidates 
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with a realistic job preview is critical when recruiting and results in realistic 
expectations as well as a better person-job fit. 
 
The analysis of the results also revealed the mean scores for a group of five 
variables that were between 2.5 and 3.49. This suggests that the respondents 
were more inclined towards ‘neither disagreement nor agreement’ for these items 
(B1, B4, B5, B12 and B16). These more neutral scores were with regard to 
whether the respondents: 
 
 were asked to provide their recruiter with their motivation for wanting to 
 relocate to Qatar (B1: mean score = 3.36 and SD = 1.02); 
 received information about the working norms at their organisation (B4: 
 mean score = 3.27 and SD = 1.12); 
 agreed their families were pre-screened to check their adaptability and 
 willingness to relocate to Qatar (B5: mean score = 2.52 and SD = .901); 
 received a comprehensive explanation regarding their salary structure and 
 benefits (B12: mean score = 3.49 and SD = 1.19), and 
 had a good idea of what to expect in their new work and social setting prior 
 to their departure for Qatar (B16: mean score = 3.35 and SD = 1.03). 
 
According to Ronen’s (1989) model for expatriate selection cited in Chew (2004), 
an expatriate’s motivational state (B1) and family situation (B5) are important 
criteria that should be considered during the expatriate selection phase (Chew, 
2004: 6). On the other hand, Sparrow, Brewster and Harris (2004: 148) argued 
that expatriate integration is a complex process and organisations should employ 
a more holistic approach to pre-departure preparation. As such, providing clear 
information about the work norms of the organisation (B4) and a comprehensive 
explanation regarding salary structure and benefits (B12) can assist expatriates in 
better understanding their new work setting prior to their departure (B16). As 
indicated, the respondents did not provide affirmative answers to these 
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statements, so these areas should receive attention in the recruitment and 
selection of SIEs in Qatar. 
The majority of the mean scores in this section of the questionnaire (six out of 
sixteen) were between 1.5 and 2.49. This suggests that the respondents were 
more inclined to ‘disagree’ with these six items (B6, B7, B8, B9, B10 and B11). 
The disagreement expressed by the respondents was with regard to whether the 
respondents: 
 
 received pre-departure CCT (B6: mean score = 2.45 and SD = 1.20); 
 agreed their families received pre-departure CCT (B7: mean score = 2.30 
 and SD = .878); 
 completed a personality/psychometric test (B8: mean score = 1.90 and 
 SD = .995); 
 received comprehensive information regarding the sponsorship system 
 (B9: mean score = 2.44 and SD = 1.06); 
 received comprehensive information regarding the Qatarisation policy 
 (B10: mean score = 2.29 and SD = 1.11), and 
 were invited to Qatar for a site visit during the recruitment and selection 
 phase (B11: mean score = 2.24 and SD = 1.23). 
 
The item, ‘I completed a personality (psychometric) test during the recruitment 
and selection process’ received the lowest mean score of 1.90 (SD = .995). On 
the other hand, the items ‘I was invited for a site visit to Qatar during the 
recruitment and selection process’ (mean score = 2.24 and SD = 1.23) and ‘I 
received a comprehensive explanation of the role that I would play in 
training/developing Qatari citizens as part of the national development strategy 
during the recruitment and selection process’ (mean score = 2.29 and SD = 1.11) 
received the second and third lowest mean scores respectively. 
 
With regard to this study, the above discussion highlights certain elements of 
current recruitment practices in the respondents’ organisations that appear to be 
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misaligned with the theoretical guidelines for expatriate recruitment and selection 
and pre-departure preparation. For example Dowling, Festing and Engle (2009: 
139) argued that expatriate pre-departure cross-cultural training (B6) is critical 
with regard to ensuring a successful integration. Additionally, they pointed out that 
pre-departure cross-cultural training for the spouse/family (B7) is important 
because of the relationship between the expatriate’s performance and their 
family’s adjustment.  
 
Expatriate success has been investigated in many empirical and academic 
studies and connected to the common traits which successful expatriates exhibit 
which includes: empathy, respect, flexibility, tolerance, initiative, open-
mindedness, sociability and positive self-image (Kealey & Ruben, 1983 cited in 
Harvey et al., 2002: 497). Therefore, expatriates who demonstrate the above 
mentioned traits are more likely to adjust successfully to the Qatari work and 
social environment. A psychometric (personality) test (B8) can be used to 
measure the above mentioned personality traits during the recruitment phase. 
Caligiuri (2010: 78) argued that selection systems should include a personality 
assessment early in the recruitment process because they can assist 
organisations to decide if a candidate is the right fit for an international 
assignment. 
 
Nicholson (1984), Pinder and Schroeder (1987) and Black (1988) cited in Black et 
al. (1991: 309) stated that role clarity, such as that of SIEs in Qatar understanding 
of their role with regard to developing Qatari citizens (B10), can reduce the doubt 
associated with an expatriate’s new work environment. This can assist in effective 
workplace integration. Moreover, a pre-arrival site visit (B11) can also have an 
effect on successful expatriate integration (Briscoe, Schuler & Tarique, 2012: 
228). Although this might increase recruitment and selection costs, it would still be 
more cost effective than employing the wrong SIEs who are not able to adjust to 
the local work and cultural system in a short period. 
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5.2.2  Mean scores and standard deviations for Section C: orientation  
 experience  
 
Section C of the questionnaire required the respondents to indicate their views 
regarding their orientation experience. According to Bauer (2010: 2) research has 
shown that organisations with a formal onboarding (orientation) programme that 
allows new employees to familiarise themselves to their job roles, the norms of 
the company and expected behaviour in the workplace, are more effective than 
those that do not. 
 
Table 5.2 illustrates the means and standard deviations of the scores obtained for 
Section C. 
 
Table 5.2:  Mean and Standard Deviation (SD) scores for Section C 
 
NO ORIENTATION EXPERIENCE 
 
N MEAN SD 
 
C1 I received a ‘meet and greet’ welcoming from my 
company upon my arrival at Doha Airport. 
91 3.63 1.36 
C2 I received a new employee orientation guide to 
use as a reference point. 
91 3.51 1.11 
C3 I received an information pack with details for my 
orientation programme. 
91 3.43 1.19 
C4 I was taken on a tour of the company premises 
during my orientation. 
91 3.37 1.27 
C5 I was provided with financial assistance from my 
company to help me to settle in. 
91 3.43 1.23 
C6 I was given assistance with my desktop and/or 
internet connection set up. 
91 3.95 1.00 
C7 I was given information about my healthcare 
coverage and the available hospitals and primary 
healthcare clinics. 
91 3.54 1.04 
C8 I was provided with information about my 
company including its vision, mission and values 
to help me adjust to the organisational culture. 
91 3.74 1.07 
C9 I received information regarding the exchange 
rate between the Qatari Riyal and my home 
91 2.76 1.19 
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NO ORIENTATION EXPERIENCE 
 
N MEAN SD 
 
country currency. 
C10 I received information regarding any tax 
implications on my foreign earnings in my home 
country. 
91 2.27 1.07 
C11 I received information about the country's 
Qatarisation policy and my associated role in 
training/developing Qatari citizens. 
91 2.55 1.14 
C12 I received an explanation on important HR 
policies to familiarise myself with the 
protocols/procedures at my company. 
91 3.02 1.29 
C13 I was formally introduced by the HR/Orientation 
team to my department. 
91 3.20 1.20 
C14 I was formally introduced to my line manager by a 
member of the HR/Orientation team. 
91 3.32 1.23 
C15 I was formally introduced to my colleagues in my 
department. 
91 3.93 .892 
C16 My line manager set clear and specific 
performance objectives for my probation period. 
91 3.35 1.22 
C17 I received a job specific orientation in my 
department that provided me with role clarity and 
helped me to adjust. 
91 3.36 1.13 
C18 I was assigned a 'buddy' in my department to 
provide me with guidance and support that helped 
me to adjust. 
91 2.79 1.25 
C19 I had regular 'check-ins' with the HR/Orientation 
team during my first few months which provided 
me with additional support in order to settle in. 
91 2.65 1.14 
C20 My orientation programme was effective and 
helped me to settle into my new job role. 
91 3.32 1.06 
C21 My orientation programme was effective and 
helped me to integrate into my new organisation. 
91 3.35 1.03 
 
An analysis of the mean scores and standard deviations of the variables in 
Section C, revealed an average mean score of 3.26 and an average standard 
deviation of 1.14. The mean scores for the variables in this section ranged from 
2.27 (disagreement) to 3.95 (agreement). The standard deviation ranged from 
.892 to 1.36, indicating a relatively narrow spread of the responses around the 
mean. The standard deviation suggests that the respondents were in agreement 
with regard to the way they responded to the statements in this section. 
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Nonetheless, it is evident that there was a broader spread of responses compared 
to those found in the results of Section B. 
 
For a group of six variables, the mean scores were between 3.5 and 4.15 which 
showed a tendency by the respondents to be more inclined towards ‘agreement’ 
on these items (C1, C2, C6, C7, C8 and C15). This was with regard to whether 
the respondents: 
 
 had received a meet and greet welcome at the airport (C1: mean score = 
 3.63 and SD = 1.36); 
 had received an employee orientation guide (C2: mean score = 3.51 and 
 SD = 1.11); 
 agreed that they were given assistance with their desktop/internet set up 
 (C6: mean score = 3.95 and SD = 1.00); 
 had received information about healthcare coverage (C7: mean score = 
 3.54 and SD = 1.04); 
 agreed that they were provided with information about the company’s 
 vision, mission and values (C8: mean score = 3.74 and SD = 1.07), and 
 agreed that they were formally introduced to their colleagues in their 
 department (C15: mean score = 3.93 and SD = .892). 
  
The item ‘I was given assistance with my desktop and/or internet connection set 
up’ received the greatest ‘agreement’ with a mean score of 3.95 (SD = 1.00). On 
the other hand, the items, ‘I was formally introduced to my colleagues in my 
department. (mean score = 3.93 and SD = .892) and ‘I was provided with 
information about my company including its vision, mission and values to help me 
adjust to the organisational culture’ (mean score = 3.74 and SD = 1.07) received 
the second and third highest mean scores respectively.  
 
The above discussion suggests that some of the theoretical guidelines for the 
integration of expatriates into a foreign work and cultural system, specifically in 
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relation to orientation were followed by the respondents’ organisations. 
Researchers have argued that there is a direct link between employee 
satisfaction, performance, commitment, turnover and intent to leave and the 
support an organisation provides to its new employees (Louis, Posner & Powell, 
1983; McGarrell, 1983; Fisher, 1985; Miller & Jablin, 1991; Chao, O'Leary-Kelly, 
Wolf, Klein & Gardner, 1994; MacDuffie, 1995 cited in Dunn & Jasinski, 2009: 
115). 
 
The majority of the mean scores in this section of the questionnaire (14 out of 21) 
were between 2.5 and 3.49. This suggests that the respondents were more 
inclined towards ‘neither disagreement nor agreement’ for these fourteen items 
(C3, C4, C5, C9, C11, C12, C13, C14, C16, C17, C18, C19, C20 and C21). The 
neutral scores were with regard to whether the respondents: 
 
 received information packs with details for their orientation programme (C3: 
 mean score = 3.43 and SD = 1.19); 
 were taken on a tour of the company premises during their orientation (C4: 
 mean score = 3.37 and SD = 1.27); 
 were provided with financial assistance from their company to help them to 
 settle in (C5: mean score = 3.43 and SD = 1.23); 
 received information regarding the exchange rate between the Qatari riyal 
 and their home country currency (C9: mean score = 2.76 and SD = 1.19); 
 received information about the country's Qatarisation policy and their 
 associated role in training/developing Qatari citizens (C11: mean score = 
 2.55 and SD = 1.14); 
 received an explanation of important HR policies to familiarize themselves 
 with the protocol/procedures at their company (C12: mean score = 3.02 
 and SD = 1.29); 
 were formally introduced by the HR/Orientation team to their department  
 (C13: mean score = 3.20 and SD = 1.20); 
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 were formally introduced to their line manager by a member of the 
 HR/Orientation team (C14: mean score = 3.32 and SD = 1.23); 
 were given by their line managers, a clear and specific set of performance 
 objectives for their probation period (C16: mean score = 3.35 and SD = 
 1.13); 
 received a job specific orientation in their department that provided them 
 with role clarity and helped them to adjust (C17: mean score = 3.36 and 
 SD =1.13); 
 were assigned a 'buddy' in their department to provide them with guidance 
 and support that helped them to adjust (C18: mean score = 2.79 and SD = 
 1.25); 
 received regular 'check-ins' with the HR/Orientation team during their first  
 few months which provided them with additional support in order to settle 
 in (C19: mean score = 2.65 and SD = 1.114); 
 orientation programmes were effective and helped them to settle into their 
 new job role (C20: mean score = 3.32 and SD = 1.03), and 
 orientation programmes were effective and helped them to integrate into 
 their new organisation (C21: mean score = 3.35 and SD = 1.03). 
 
It is evident from the above results that the respondents in this study were more 
inclined towards ‘neither disagreement nor agreement’ for the majority of the 
items relating to their orientation experience. This suggests that there were 
possible areas of improvement with regard to aligning their orientation 
programmes with theoretical guidelines for a positive effect on expatriate 
integration. According to the CIPD (2015), induction (orientation) programmes can 
assist with integrating a new employee into their organisation. The CIPD pointed 
out that the failure to provide a formal, structured programme can lead to: 
 
 poor integration of the employee into the team; 
 low employee morale, particularly for the new employee; 
 a loss of productivity, and 
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 failure of the employee to work to their highest potential. 
 
The results in this section showed that only one item had a mean score between 
1.5 and 2.49. This suggests that the respondents were more inclined to indicate 
‘disagreement’ for this item (C10). The disagreement expressed by the 
respondents was about whether the respondents received information regarding 
any tax implications on their foreign earnings in their home countries (mean score 
= 2.27 and SD = 1.07). This result suggests that this was an area in which the 
orientation at Qatari organisations could be improved. 
 
5.2.3  Mean scores and standard deviations for Section D: cross-        
cultural integration experience 
 
Section D of the questionnaire required the respondents to indicate their views 
regarding their cross-cultural integration experience. According to Black et al. 
(1991: 312) non-work factors can have an effect on the expatriate’s overall 
adjustment. Additionally, Black et al. (1991) pointed out the adjustment of family 
members, especially the spouse, is one of the most important variables in 
expatriate integration (Black, 1988; Black & Stephens, 1989 cited in Black et al., 
1991: 312). 
 
Table 5.3 illustrates the means and standard deviations of the scores obtained for 
section D. 
 
Table 5.3:  Mean and Standard Deviation (SD) scores for Section D 
NO CROSS-CULTURAL INTEGRATION EXPERIENCE 
 
N MEAN SD 
 
D1 I was given information regarding the importance of 
maintaining a positive mindset and being open to 
cultural differences in order to integrate more easily. 
88 3.60 1.07 
D2 I received information regarding the religious and 
cultural tenets of Islam that shape Qatar’s work and 
cultural system to help me integrate more effectively. 
88 3.73 .991 
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D3 I was provided with a tour of Doha by my company to 
help me settle in. 
86 2.57 1.25 
D4 I was given assistance by the HR team to open a local 
bank account. 
88 4.01 1.08 
D5 I was given information on where I could do grocery 
and other shopping. 
87 3.13 1.15 
D6 I was given information on how to bargain and deal 
with traditional shopkeepers at local souqs. 
87 2.39 1.05 
D7 I was given information on meeting places for 
expatriates to help me to build a social network in the 
community. 
88 2.56 1.14 
D8 I was given information about websites that provide 
community information/resources to use as a 
reference point. 
88 2.82 1.21 
D9 I was given information regarding business etiquette 
and protocol in a Qatari work environment to help me 
to integrate more effectively. 
88 3.33 1.10 
D10 I was given information on cultural sensitivity and 
norms regarding working with Qatari citizens of the 
opposite gender. 
87 3.58 1.02 
D11 I was given information on social etiquette such as the 
acceptable dress code in public. 
87 3.97 .915 
D12 I was given information on social etiquette such as 
what is allowed/not allowed in public spaces. 
88 3.83 .950 
D13 I was taught basic Arabic phrases e.g. greetings, 
showing appreciation, asking for directions etc. 
87 2.67 1.15 
D14 I was provided with information on where I could 
formally learn Arabic as a non-native speaker to help 
me to integrate. 
86 2.85 1.24 
D15 I was given information on the allowances for diversity 
that are legal/acceptable in Qatar. 
88 2.86 1.17 
D16 I was provided with assistance to enroll my 
child/children into a local school. 
85 2.80 .775 
D17 I was provided with assistance with company 
accommodation or to find private accommodation to 
help me settle in. 
88 3.61 1.11 
D18 I was provided with information on who to contact if I 
required any additional information, support or 
guidance during my orientation phase. 
88 3.63 1.07 
D19 I had opportunities to meet/socialise with Qatari 
nationals in order to integrate more effectively. 
88 2.50 1.17 
D20 My family was provided with support from my 
company in order to better adjust and integrate into 
Qatar. 
85 2.75 .820 
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An analysis of the mean scores and standard deviations of the variables in 
Section D revealed an average mean score of 3.15 and an average standard 
deviation of 1.20. The mean scores for the variables in this section ranged from 
2.39 (disagreement) to 4.01 (agreement). The standard deviation ranged from 
.775 to 1.25, indicating a relatively narrow spread of the responses around the 
mean. The standard deviation suggests that the respondents were in agreement 
with regard to the way they responded to the statements in this section. 
Nonetheless, it is evident that there was a broader spread of responses compared 
to those found in the results of Section B, but narrower than those found in 
Section C. 
 
For a group of eight variables the mean scores were between 3.5 and 4.15, which 
showed a tendency by the respondents to be more inclined towards ‘agreement’ 
on these items (D1, D2, D4, D10, D11, D12, D17 and D18). This was with regard 
to whether the respondents: 
 
 were given information regarding the importance of maintaining a positive 
 mind-set and being open to cultural differences in order to integrate more 
 easily. (D1: mean score = 3.60 and SD = 1.07); 
 had received information regarding the religious and cultural tenets of 
 Islam that shape Qatar’s work and cultural system to help them to integrate 
 more effectively. (D2: mean score = 3.73 and SD = .991); 
 were given assistance by the HR team to open a local bank account. (D4: 
 mean score = 4.01 and SD = 1.08); 
 were given information on cultural sensitivity and norms regarding working 
 with Qatari citizens of the opposite gender. (D10: mean score = 3.58 and 
 SD = 1.02); 
D21 My company provides me with on-going access to 
cross-cultural training, events and support in order to 
enhance/maintain my sense of belonging to the local 
community/country. 
88 2.89 1.13 
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 were given information on social etiquette such as the acceptable dress 
 code in public. (D11: mean score = 3.97 and SD = .915); 
 were given information on social etiquette such as what is allowed/not 
 allowed in public spaces. (D12: mean score = 3.83 and SD = .950); 
 were provided with assistance to enrol their child/children into a local 
 school (D17: mean score = 3.61 and SD = 1.11), and 
 were provided with information on who to contact if they required any 
 additional information, support or guidance during the orientation phase 
 (D18: mean score = 3.63 and SD = 1.07). 
 
The item, ‘I was given assistance by the HR team to open a local bank account.’ 
received the highest ‘agreement’ response with a mean score of 4.01 (SD = 1.08). 
On the other hand, the items, ‘I was given information on social etiquette such as 
the acceptable dress code in public.’ (mean score = 3.99 and SD = .915) and ‘I 
was given information on social etiquette such as what is allowed/not allowed in 
public spaces.’ (mean score = 3.83 and SD = .950) received the second and third 
highest mean scores respectively.  
 
The above discussion suggests that some of the theoretical guidelines for the 
integration of expatriates into a foreign work and cultural system, specifically in 
relation to cross-cultural integration, were followed by the respondents’ 
organisations. 
 
Moran et al. (2007: 309) stated that Islam in the Middle East is more than a 
religion as it is a way of life for the people across the region. For this reason, SIEs 
coming to Qatar on a work assignment will be less likely to understand the local 
community without an understanding of the religious and cultural tenets of Islam 
that, to an extent, shape Qatari work and cultural systems (D1, D2, D10, D11 and 
D12). On the other hand, researchers argue that organisational support such as 
housing (D17) and assistance with opening bank accounts (D4) can facilitate 
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integration more effectively (Baker & Ivancevich, 1971; Copeland & Griggs, 1985; 
Tung, 1988 cited in Black et al., 1991: 311). 
 
The majority of the mean scores in this section of the questionnaire (12 out of 21) 
were between 2.5 and 3.49. This suggests that the respondents were more 
inclined towards ‘neither disagreement nor agreement’ for these fourteen items 
(D3, D5, D7, D8, D9, D13, D14, D15, D16, D19, D20 and D21). The neutral 
scores were with regard to whether the respondents: 
 
 had been provided with a tour of Doha by their company (C3: mean score 
 = 2.57 and SD = 1.25); 
 were given information on where they could do grocery and other shopping 
 (D5: mean score = 3.13 and SD = 1.15); 
 were given information on meeting places for expatriates to help them to 
 build a social network in the community (D7: mean score = 2.56 and SD = 
 1.14); 
 were given information about websites that provide community 
 information/resources (D8: mean score = 2.82 and SD = 1.21); 
 were given information regarding business etiquette and protocol (D9: 
 mean score = 3.33 and SD = 1.10); 
 were taught basic Arabic phrases (D13: mean score = 2.67 and SD = 
 1.15); 
 were given information on where they could formally learn Arabic as a non-
 native speaker (D14: mean score = 2.85 and SD = 1.24); 
 were given information on the allowances for diversity that are 
 legal/acceptable in Qatar (D15: mean score = 2.86 and SD = 1.17); 
 were provided with assistance enrolling their child/children into school 
 (D16: mean score = 2.80 and SD = .775); 
 had opportunities to socialise with Qatari nationals (D19: mean score = 
 2.50 and SD = 1.17); 
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 agreed their families were provided with support by their companies in 
 order to better adjust/integrate (D20: mean score = 2.75 and SD = .820), 
 and 
 were provided with ongoing access to cross-cultural training, events and 
 support in order to enhance/maintain their sense of belonging to the 
 community (D21: mean score = 2.89 and SD = 1.13). 
 
It is evident from the above results that the respondents in this study were more 
inclined towards ‘neither disagreement nor agreement’ for the majority of the 
items relating to their cross-cultural integration experience. This suggests that 
there were possible areas of improvement with regard to aligning cross-cultural 
integration programmes with theoretical guidelines which could have a positive 
effect on expatriate integration.  
 
Lo et al., (2012: 4213) argued that expatriates belong to two communities: the 
community in their home country and the host community in which they are 
residing and working. In light of this, one could argue that the positive integration 
of SIEs into their host community could have a positive effect on their 
overall/general adaptation in Qatar. As such, organisations should provide 
ongoing support to facilitate the cross-cultural integration of their expatriate 
employees into Qatar’s work and cultural system. 
 
The results in this section showed that only one item had a mean score of 
between 1.5 and 2.49. This suggests that the respondents were more inclined to 
‘disagreement’ for this item (D6). The disagreement expressed by the 
respondents was with regard to whether the respondents received information on 
how to bargain and deal with traditional shopkeepers at local souqs (mean score 
= 2.39 and SD = 1.05). This result suggests that this was an element that could 
be included in cross-cultural integration programmes at Qatari organisations. 
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5.2.4      Mean scores and standard deviations for Section E:  challenges 
 experienced 
 
Section E of the questionnaire required the respondents to indicate their views 
regarding the challenges that SIEs and, if applicable, their spouse/family have 
experienced. Table 5.4 illustrates the means and standard deviations of the 
scores obtained for Section E. 
 
Table 5.4:  Mean and Standard Deviation (SD) scores for Section E 
 
 
An analysis of the mean scores and standard deviations of the variables in 
Section D revealed an average mean score of 2.87 and an average standard 
deviation of 1.10. The mean scores for the variables in this section ranged from 
2.63 to 3.05 (neither agreement nor disagreement). The standard deviation 
ranged from .816 to 1.34 indicating a relatively narrow spread of the responses 
around the mean. The standard deviation suggests that the respondents were in 
agreement with regard to the way they responded to the statements in this 
section.  
NO CHALLENGES EXPERIENCED 
 
N MEAN SD 
 
E1 I experienced challenges integrating into my 
work environment in Qatar. 
88 3.05 1.18 
E2 I experienced challenges integrating into the 
cultural environment in Qatar. 
88 2.90 1.08 
E3 My spouse/family experienced challenges 
integrating into the cultural environment in 
Qatar. 
84 2.98 .816 
E4 Cultural differences were the main challenges 
integrating into Qatar. 
88 2.63 1.04 
E5 Work practices at my company were the main 
challenges of integrating into Qatar. 
88 3.03 1.34 
E6 A lack of support from my company for 
expatriates was the main challenge integrating 
into Qatar. 
88 2.67 1.19 
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As indicated, the respondents were not inclined towards ‘strong disagreement’ for 
the above statements. These results suggested that the respondents were more 
neutral with regard to whether they or their families experienced challenges 
integrating into Qatar as well whether cultural differences, work practices or a lack 
of organisational support were the main challenges in integrating. 
 
5.2.5     Mean scores and standard deviations for selected factors 
 
Section B of the questionnaire required the respondents to indicate their views 
regarding their recruitment and selection experiences. As such, it measured the 
extent to which the recruitment and selection practices at their organisations 
followed theoretical guidelines for the integration of expatriates into a foreign work 
and cultural system. For statistical purposes, the statements in this section were 
placed into five main categories, namely ‘job preparedness’, ‘personal and family 
preparedness’, ‘arrival preparedness’, ‘role preparedness’ and a combination of 
these factors. Table 5.5 illustrates the mean scores and standard deviations for 
these factors. 
 
Table 5.5: Mean scores and Standard Deviations (SD) for selected                       
  factors in Section B 
 
 
In Section B, statements that were considered to have an impact on the 
respondents’ preparations for their job roles were placed under the factor ‘job 
FACTOR CATEGORY N MEAN SD 
SB1 Job preparedness 94 3.53 .841 
SB2 Personal and family preparedness 94 2.65 .732 
SB3 Arrival preparedness 94 3.87 .784 
SB4 Role preparedness 94 2.49 .750 
SB SB1, SB2, SB3 and SB 4 combined 94 3.03 .550 
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preparedness’. Four of the statements, namely B2, B3, B4 and B12 in Section B 
were placed under this factor. 
 
Statements that were considered to have an impact on the respondents’ personal 
and family preparations for the multicultural Qatari environment, namely B1, B5, 
B6 and B7 were placed under the factor ‘personal and family preparedness.’ 
 
Statements that were considered to have an impact on the respondents’ general 
preparations for their arrival in Qatar, namely B13, B14, B15 were placed under 
the factor named ‘arrival preparedness’. 
 
Statements that were considered to have an impact on the respondents’ 
preparations for the role they would play in relation to national 
development/Qatarisation were placed under the factor ‘role preparedness’ and 
included B8, B9, B10 and B16. The factor (SB) represents a combination of the 
four categories of factors identified in Section B of the questionnaire.  
 
The statement B11 in Section B of the questionnaire was excluded because no 
statistically significant correlation was found for this statement. Table 5.5 
illustrates the various mean scores and standard deviations for the selected 
factors identified in Section B. 
 
The factors ‘arrival preparedness’ (mean score = 3.87) and ‘job preparedness’ 
(mean score = 3.53) received the highest mean scores. This suggests that the 
respondents were inclined towards ‘agreement’ that these factors were included 
during their recruitment and selection phase. With regard to, ‘personal and family 
preparedness’ (mean score = 2.65) and ‘role preparedness’ (mean score = 2.49), 
the respondents were more inclined towards ‘neither disagreement nor 
agreement’ that these factors were covered during their recruitment and selection 
phase. The mean score (3.03) of the combined factors (SB) suggests that the 
respondents were inclined towards ‘neither agreement nor disagreement’ and that 
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these factors in Section B were covered by their organisations during their 
recruitment and selection phase.  
 
Section C of the questionnaire required the respondents to indicate their views 
regarding their orientation experiences. As such, it measured the extent to which 
the orientation practices at their organisations followed theoretical guidelines for 
the integration of expatriates into a foreign work and cultural system. For 
statistical purposes, the statements in this section were placed into five main 
categories, namely ‘first phase orientation’, ‘organisational and job role 
orientation’, ‘financial orientation’, ‘team and facility orientation’ and a combination 
of these factors. Table 5.6 illustrates the mean scores and standard deviations for 
these factors. 
 
Table 5.6:  Mean scores and standard deviations (SD) for selected factors in    
Section C 
 
FACTOR CATEGORY N MEAN SD 
SC1 First phase orientation 91 3.17 .853 
SC2 Organisational and job role 
orientation 
91 3.62 .753 
SC3 Financial orientation 91 2.51 1.00 
SC4 Team and facility orientation 91 3.37 .979 
SC SC1, SC2, SC3 and SC 4 
combined 
91 3.25 .643 
 
In Section C, statements considered to have an impact on the respondents’ 
integration at work during the initial phase of their orientation were categorised 
under the factor ‘first phase orientation’. Six of the statements, namely C2, C3, 
C18, C19, C20 and C21 were placed under this factor.  
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Statements that were considered to have an impact on the respondents’ 
integration on both the organisational level and job role level, namely C5, C6, 
C18, C15, C16 and C17 were placed under the factor ‘organisational and job role 
orientation’. 
 
Statements that were considered to have an impact on the respondents’ finance 
related education and awareness, namely C9 and C10 were placed under the 
factor named ‘financial orientation’. 
 
Statements that were considered to have an impact on the respondents’ team 
member and facility familiarisation were placed under the factor ‘team and facility 
orientation’ and included C1, C4, C13 and C14. The factor (SC) represents a 
combination of the four categories identified in Section C of the questionnaire.  
 
The statements C7, C11 and C12 in the questionnaire were excluded because no 
statistically significant correlations were found for these statements. Table 5.6 
illustrates the various mean scores and standard deviations for the selected 
factors identified in Section C. 
 
The factor ‘organisational and job role orientation’ (mean score = 3.67) received 
the highest mean score. This suggests that the respondents were inclined 
towards ‘agreement’ that these factors were covered/included during their 
orientation phase. For the factors ‘first phase orientation’ (mean score = 3.17), 
‘financial orientation’ (mean score = 2.51) and ‘team and facility orientation’ (mean 
score = 3.37), the respondents were more inclined towards ‘neither disagreement 
nor agreement’ that these factors were covered during their orientation phase. 
The mean score (3.25) of the combined factors (SC) suggests that the 
respondents were inclined towards ‘neither agreement nor disagreement’ that 
these factors were covered during their orientation phase. Nonetheless, the mean 
score (3.25) of the combined factors (SC) was higher than the mean score (3.03) 
of the combined factors (SB) found in Section B. This suggests that the 
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respondents perceived their orientation phase to be more aligned to theoretical 
guidelines as opposed to their recruitment and selection phase. 
 
Section D of the questionnaire required the respondents to indicate their views 
regarding their cross-cultural integration experiences. As such, it measured the 
extent to which the cross-cultural integration practices at their organisations 
followed theoretical guidelines for the integration of expatriates into a foreign work 
and cultural system. For statistical purposes, the statements in this section were 
placed into four main categories, namely ‘Qatari cultural and social integration’, 
‘local integration’, ‘family integration’ and a combination of these factors. Table 5.7 
illustrates the mean scores and standard deviations for these factors. 
 
Table 5.7:  Mean scores and standard deviations (SD) for selected factors in      
 Section D 
 
FACTOR CATEGORY N MEAN SD 
SD1 Qatari cultural and social integration 88 3.47 .796 
SD2 Local integration 88 2.64 .880 
SD3 Family integration 88 3.29 .682 
SD SD1, SD2 and SD3 combined 88 3.14 .656 
 
In Section D, statements that were considered to have an impact on the 
respondents’ cultural and social integration were placed under the factor ‘Qatari 
cultural and social integration’. Eight of the statements, namely D1, D2, D9, D10, 
D11, D12, D15 and D21 in Section D were placed under this factor. 
 
Statements that were considered to have an impact on the respondents’ general 
local integration, namely D5, D6, D7 and D19 were placed under the factor ‘local 
integration’. 
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Statements that were considered to have an impact on the integration of the 
respondents’ families into Qatar, namely D4, D16, D18 and D20 were placed 
under the factor named ‘family integration’. The factor (SD) represents a 
combination of the three categories identified in Section D of the questionnaire.  
 
The statements D3, D8, D13, D14 and D17 were excluded because no 
statistically significant correlations were found for these statements. Table 5.7 
illustrates the various mean scores and standard deviations for the selected 
factors identified in Section D. 
 
The factor ‘Qatari cultural and social integration’ (mean score = 3.47) received the 
highest mean score. This suggests that the respondents were inclined towards 
‘agreement’ that these factors were covered by their organisations to assist them 
with their cross-cultural integration experience. For the categories ‘local 
integration’ (mean score = 2.64) and ‘family integration’ (mean score = 3.29), the 
respondents were more inclined towards ‘neither disagreement nor agreement’ 
that these factors were covered with regard to their cross-cultural integration 
experience. The mean score (3.14) of the combined factors (SD) suggests that 
the respondents were inclined towards ‘neither agreement nor disagreement’ that 
these factors were covered by their organisations to assist them to cross-culturally 
integrate. The mean score (3.14) for the combined factors, SD was lower than the 
mean score (3.25) of the combined factors (SC) but higher than the mean score 
(3.03) of the combined factors (SB). 
 
 
5.2.6 Pearson product moment correlation co-efficient 
 
In this section, the results of the factors in each section of the questionnaire are 
compared with each other and then the results of in the various sections (the 
factors) are compared with each other. The scores indicated in red in Table 5.8 
denote a significant correlation between those particular factors and the scores in 
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bold indicate a strong significant correlation. The following interpretation can be 
given to the correlations in terms of practical significance p < 0.30: weak; p< 0.30-
0.49: moderate and p>0.50: strong. The correlations indicate the interrelatedness 
of these factors. These correlations also confirm the reliability of the items in the 
questionnaire. Reliability and internal consistency are discussed in more detail in 
paragraph 5.2.7.4. 
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Table 5.8:  Pearson’s correlation co-efficient for all factors 
 
 
 
 
SB1 SB2 SB3 SB4 SC1 SC2 SC3 SC4 SD1 SD2 SD3 SB SC SD 
SB1 1.000                           
SB2 0.385 1.000             
SB3 0.427 0.248 1.000            
SB4 0.435 0.412 0.254 1.000           
SC1 0.373 0.430 0.289 0.456 1.000          
SC2 0.525 0.263 0.509 0.376 0.513 1.000         
SC3 0.348 0.202 0.138 0.370 0.282 0.279 1.000        
SC4 0.365 0.410 0.530 0.393 0.456 0.501 0.245 1.000       
SD1 0.344 0.316 0.369 0.417 0.642 0.629 0.338 0.443 1.000      
SD2 0.154 0.315 0.218 0.420 0.564 0.317 0.339 0.449 0.552 1.000     
SD3 0.146 0.328 0.238 0.303 0.614 0.387 0.050 0.468 0.477 0.543 1.000    
SB 0.773 0.709 0.621 0.752 0.519 0.578 0.363 0.587 0.481 0.355 0.347 1.000   
SC 0.544 0.454 0.513 0.560 0.819 0.806 0.474 0.752 0.750 0.594 0.581 0.710 1.000  
SD 0.237 0.371 0.344 0.431 0.720 0.564 0.343 0.521 0.865 0.823 0.729 0.454 0.779 1.000 
Correlations among the B-factors Correlations between the B and D factors 
Correlations among the C-factors Correlations between the B and overall factors 
Correlations among the D-factors Correlations between the C and D factors 
Correlations among the three overall factors Correlations between the C and overall factors 
Correlations between the B and C factors Correlations between the D and overall factors 
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5.2.7 Comparison of responses in terms of the respondents’                
 biographical details 
 
In this section, an analysis is done of the results obtained from the questionnaires 
based on: age, gender, nationality, work sector, job level, and family and 
dependent children status. 
 
Analysis of selected factors according to age 
 
Table 5.9 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D, based on the different age categories. It also provides the 
mean scores and standard deviations for the combined factors in each section 
(illustrated in blue). 
 
Table 5.9:   Descriptive statistics according to age for factors in Sections B, C and    
D 
 
Factor 
20 to 30 years 
 
31 to 40 years 
 
41 to 50 years 
 
51 years and 
over 
N Mean SD N Mean SD N Mean SD N Mean SD 
SB1 19 3.82 .645 35 3.55 .822 26 3.39 .962 14 3.35 .858 
SB2 19 3.05 .643 35 2.65 .728 26 2.31 .701 14 2.76 .675 
SB3 19 3.80 .739 35 4.00 .704 26 3.71 .960 14 3.97 .685 
SB4 19 2.65 .678 35 2.47 .666 26 2.37 .728 14 2.55 1.06 
SB 19 3.24 .453 35 3.05 .409 26 2.83 .666 14 3.08 .667 
SC1 17 3.30 .759 35 3.19 .948 25 3.02 .833 14 3.25 .791 
SC2 17 3.81 .723 35 3.69 .732 25 3.42 .860 14 3.60 .611 
SC3 17 2.11 .820 35 2.64 .951 25 2.56 .950 14 2.57 1.37 
SC4 17 3.23 .990 35 3.38 .987 25 3.48 1.05 14 3.35 .891 
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An analysis of the means scores based on age (refer to Table 5.9) revealed that 
most (3) negative responses were received from the 41 to 50 years cohort. These 
negative responses were for SB2 (personal and family preparedness) and for SB4 
(role preparedness) and SD2 (local integration). The 20 to 30 years (SC3 - 
financial orientation) and 31 to 40 years (SB4 - role preparedness) cohorts gave a 
negative response for one statement each. The factor that received the most (2) 
negative responses was SB4 (role preparedness).  
 
The most positive responses (4) came from the 20 to 30 years (SB1; SB3; SC2; 
SD1) and  31 to 40 years cohorts (SB1; SB3; SC2; SD1), followed by the 51 years 
and over cohort (SB3; SC2; SD1 - 3 positives). Only one positive response was 
received from the 41 to 50 years cohort for SB3 (arrival preparedness). Most 
positive responses (4) were received for SB3 (arrival preparedness). Positive 
responses for this statement were received from respondents from all of the 
cohorts based on age. The factors SC2 (organisational and job role orientation) 
and SD1 (Qatari cultural and social integration) received positive responses from 
all of the cohorts except for the 41 to 50 years cohort. 
 
The results suggest differences in responses based on age. It should be noted, 
however, that for most of the factors, other than those mentioned above, neutral 
responses were received. For example, the 41 to 50 years cohort gave one 
positive and two negative responses, and the rest of their responses (8) were 
neutral. The 21 to 30 years and 31 to 40 years cohorts were least neutral with four 
positive responses, one negative response and six neutral responses 
SC 17 3.31 .592 35 3.30 .675 25 3.14 .668 14 3.27 .616 
SD1 17 3.57 .615 33 3.50 .943 24 3.32 .705 14 3.51 .805 
SD2 17 2.70 .761 33 2.69 .973 24 2.45 .842 14 2.75 .893 
SD3 17 3.33 .661 33 3.32 .786 24 3.16 .682 14 3.39 .435 
SD 17 3.20 .595 33 3.16 .742 24 3.02 .632 14 3.23 .579 
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Analysis of selected factors based on gender 
 
Table 5.10 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D based on gender. It also provides the mean scores and 
standard deviations for the combined factors in each section (illustrated in blue). 
 
Table 5.10: Descriptive statistics according to gender for factors in                    
Sections B, C and D 
 
It is evident from Table 5.10 that the aggregate scores for the two cohorts, male 
and female, were very similar for all factors tested in Sections B, C and D.  The 
aggregate mean score for Sections A and B differed by only 0.01 and the 
 
Factor 
Male Female 
 
N Mean SD N Mean SD 
SB1 55 3.62 .774 39 3.40 .922 
SB2 55 2.58 .756 39 2.76 .692 
SB3 55 3.81 .716 39 3.97 .873 
SB4 55 2.50 .703 39 2.47 .820 
SB 55 3.03 .537 39 3.04 .575 
SC1 52 3.12 .815 39 3.24 .907 
SC2 52 3.74 .736 39 3.47 .757 
SC3 52 2.53 .974 39 2.47 1.05 
SC4 52 3.29 .990 39 3.48 .968 
SC 52 3.26 .582 39 3.25 .724 
SD1 50 3.46 .747 38 3.48 .866 
SD2 50 2.54 .859 38 2.77 .901 
SD3 50 3.29 .654 38 3.29 .727 
SD 50 3.14 .592 38 3.19 .735 
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aggregate mean score for Section D differed by 0.05 for the two cohorts. This 
suggests little differences in the responses of the male and female respondents. 
Male respondents were slightly more positive with regard to ‘job preparedness’ 
(SB1) and ‘organisational and job role orientation’ (SC2) than female 
respondents.  Female respondents, on the other hand, were more positive with 
regard to ‘personal and family preparedness’ (SB2), and ‘local integration’ (SD2). 
It is noticeable that for the male respondents, these factors relate to their jobs and 
for the female respondents they relate to non-job factors. 
 
Caligiuri and Tung (1999) reported that Adler (1987) conducted a study on the 
impact of gender on expatriate success and integration. The results showed that 
men and women are likely to be equally successful in a foreign work and cultural 
system. The results in this study show that male and female respondents had 
different experiences in Qatar in terms of cultural integration.  
 
Analysis of selected factors based on nationality 
 
Table 5.11 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D based on nationality. It also provides the mean scores and 
standard deviations for the combined factors in each section (illustrated in blue). 
 
There were a total of 21 nationalities represented in this study. For statistical 
reasons, these were further categorised into six geographical regions, namely 
North Americans (Americans and Canadians), South Americans (Mexicans and 
Costa Ricans), Europeans (British, Dutch, French, German, Greek and Irish), 
Africans (South African, Kenyan and Sudanese), Australasians (Australian and 
New Zealanders) and Asians (Indians, Filipino, Sri Lankan, Bangladeshi and 
Pakistani). The one Lebanese (Middle East) respondent was not included. 
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Table 5.11:  Descriptive statistics according to nationality groups for factors in Sections B, C and D 
Factor North American South American European African Australasian Asian 
Mean SD Mean SD Mean SD Mean SD Mean  SD Mean SD 
SB1 3.35 1.31 3.58 .629 3.58 .724 3.51 .980 2.90 .823 3.72 .711 
SB2 2.03 .713 2.91 .144 2.75 .776 2.59 .773 2.56 .691 2.79 .691 
SB3 3.95 .650 3.77 .838 4.06 .933 3.82 1.00 3.75 .527 3.76 .581 
SB4 1.85 .556 2.33 .877 2.36 .825 2.34 .727 2.59 .731 2.85 .614 
SB 2.66 .330 3.08 .452 3.02 .581 2.98 .680 2.87 .588 3.21 .443 
SC1 2.85 .830 3.11 .384 3.30 .820 3.14 1.09 2.68 .736 3.28 .775 
SC2 3.35 .930 3.94 .673 3.75 .668 3.43 .934 3.31 .758 3.75 .647 
SC3 2.35 .475 2.33 1.52 2.41 1.23 2.39 .951 1.93 1.01 2.89 .806 
SC4 2.10 .852 3.75 1.39 3.40 1.08 3.67 1.01 2.87 .845 3.54 .627 
SC 2.80 .510 3.49 .522 3.30 5.97 3.24 .845 2.80 .686 3.42 .478 
SD1 3.35 1.28 3.70 .473 3.55 .846 3.32 .945 3.23 .838 3.56 .539 
SD2 1.95 .640 2.16 .381 2.83 .957 2.68 1.02 2.68 .873 2.62 .770 
SD3 2.79 1.13 3.75 0.00 3.44 .460 3.23 .966 3.18 .372 3.27 .568 
SD 2.79 .630 3.23 .190 3.30 .659 3.07 .867 3.01 .570 3.14 .552 
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A careful analysis of the means scores based on nationality (refer to Table 5.11), 
revealed that most (5) negative responses were received from the North 
American cohort. These negative responses were for SB2 (personal and family 
preparedness), SB4 (role preparedness), SC3 (financial orientation), SC4 (team 
and facility orientation) and SD2 (local integration).  The South American cohort 
provided negative responses for three factors: SB4 (role preparedness), SC3 
(financial orientation) and SD2 (local integration), whereas the European and 
African cohorts both gave negative responses for two factors: SB4 (role 
preparedness) and SC3 (financial orientation).  Only one negative response was 
received from the Australasian cohort (SC3 - financial orientation). The factor that 
received most (5) negative responses was SC3 (financial orientation).  
 
Most positive responses (6) came from the South American respondents (SB1; 
SB3; SC2; SC4; SD1 and SD3), followed by the Asian respondents (SB1; SB3; 
SC2; SC4 and SD1 - 5 positives), then from the European respondents (SB1; 
SB3; SC2; SD1- 4 positives) and lastly from the African respondents (B1; B3 and 
C4 - 3 positives). Only one positive response for SB3 was received from the North 
American and Australasian respondents. Most positive responses (6) were 
received for SB3 (arrival preparedness). Positive responses for this statement 
were received from respondents from all of the nationality cohorts. The factor SB1 
(job preparedness) received positive responses from South American, European, 
African and Asian respondents, but not from the North American and Australasian 
respondents.  
 
The results suggest differences in responses based on nationality or geographical 
region. It should be noted however, that for most of the factors, other than those 
mentioned above, neutral responses were received. Australasian respondents, for 
example, gave one positive and one negative response and the rest of the 
responses (9) were neutral. The South Americans were least neutral with six 
positive responses, three negative responses and two neutral responses.  
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The Centre for Advanced Research on Language Acquisition defined culture as 
“the shared patterns of behaviours and interactions, cognitive constructs and 
affective understanding that are learned through a process of socialisation. These 
shared patterns identify the members of a culture group while also distinguishing 
those of another group,” (University of Minnesota, 2014: 1).  
 
The dimensions of national culture can be statistically categorised into six groups, 
namely: power distance (PDI), individualism versus collectivism (IDV), masculinity 
versus femininity (MAS), uncertainty avoidance (UAI), long-term orientation (LTI) 
and indulgence versus restraint (IND). These four groups have been referred to 
as the Hofstede Dimensions of National Culture (Hofstede Center, 2015). Black et 
al. (1991: 312) argued that increased differences experienced between the 
cultures of the host and home country, resulted in integration challenges for the 
expatriate. With regard to this study, the North American (Americans and 
Canadians) cohort gave the most negative responses. These two countries are 
classified as individualist societies with an individualistic culture (Hofstede Center, 
2015). On the other hand, the South American (Mexican and Costa Ricans) 
cohort gave the most positive responses. These two countries are classified as 
collectivistic societies with collectivist cultures. The countries in the Middle East, 
including Qatar, are also classified as collectivist cultures (Hofstede Center, 
2015). 
 
Analysis of selected factors according to work sector 
 
Table 5.12 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D based on work sectors. It also provides the mean scores and 
standard deviations for the combined factors in each section (illustrated in blue). 
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Table 5.12:  Descriptive statistics according to work sectors for factors in 
Sections B, C and D 
 
 
An analysis of the means scores according to work sector (refer to Table 5.12) 
revealed that most (2) negative responses were received from the education 
sector cohort. These negative responses were for SB4 (role preparedness) and 
SC3 (financial orientation). The healthcare sector (SC3 - financial orientation) and 
aviation sector (SD2 - local integration) cohorts gave a negative response for one 
factor each. The factor that received the most (2) negative responses was SC3 
(financial orientation).  
 
 
Factor 
Healthcare 
 
Education 
 
Aviation 
 
N Mean SD N Mean SD N Mean SD 
SB1 45 3.41 .836 23 3.52 .979 26 3.75 .690 
SB2 45 2.63 .743 23 2.59 .807 26 2.74 .661 
SB3 45 3.85 .821 23 3.92 .984 26 3.88 .498 
SB4 45 2.5 .833 23 2.26 .732 26 2.63 .571 
SB 45 2.99 .551 23 2.94 .626 26 3.18 .460 
SC1 45 3.19 .865 21 3.17 .971 25 3.13 .756 
SC2 45 3.56 .723 21 3.46 .886 25 3.87 .649 
SC3 45 2.34 1.00 21 2.47 1.14 25 2.84 .825 
SC4 45 3.16 .953 21 3.53 1.23 25 3.64 .692 
SC 45 3.18 .650 21 3.24 .807 25 3.41 .443 
SD1 44 3.48 .848 21 3.39 .929 23 3.51 .554 
SD2 44 2.76 .885 21 3.15 .885 23 2.29 .629 
SD3 44 3.39 .634 21 2.94 .626 23 3.23 .551 
SD 44 3.25 .693 21 3.08 .749 23 2.99 .447 
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The most positive responses (5) came from the aviation sector cohort (SB1; SB3; 
SC2; SC4 and SD1), then from the education sector cohort (SB1; SB3; SC4 - 3 
positives). Two positive responses were received from the healthcare sector 
cohort (SB3; SC2).  Most positive responses (3) were received for SB3 (arrival 
preparedness). Positive responses for this factor were received from respondents 
from all of the work sector cohorts. The factors SB1 (job preparedness), SC2 
(organisation and job role orientation) and SC4 (team and facility orientation) 
received positive responses from the majority of the cohorts except from the 
healthcare sector cohort with regard to SB1 and SC4 and the education sector 
cohort with regard to SC2. 
 
The results suggest differences in responses based on work sectors. It should be 
noted however, that for most of the factors other than those mentioned above, 
neutral responses were received. For example, the healthcare sector cohort gave 
two positive and one negative response, and the rest of their responses (8) were 
neutral. The aviation sector cohort was least neutral with five positive responses, 
one negative response and five neutral responses. 
 
Analysis of selected factors according to job level 
 
Table 5.13 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D based on job level. It also provides the mean scores and 
standard deviations for the combined factors in each section (illustrated in blue).  
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Table 5.13:  Descriptive statistics according to job levels for factors in Sections B, 
C and D 
 
It is evident from Table 5.13 that the aggregate scores for the two cohorts, 
management and non-management, were similar for all factors tested in Sections 
B, C and D.  The aggregate mean score for Sections B differed by 0.2, for Section 
C by 0.01 and the aggregate mean score for Section D differed by 0.04 for the 
two cohorts.   This suggests little differences in the responses of the management 
and non-management respondents. Management respondents were slightly more 
positive with regard to ‘financial orientation’ (SB1) than non-management 
respondents.  On the other hand, non-management respondents were more 
 
Factor 
 
Management 
 
 
Non-Management 
 
N Mean SD N Mean SD 
SB1 35 3.37 .885 59 3.62 .807 
SB2 35 2.36 .670 59 2.83 .716 
SB3 35 3.92 .676 59 3.85 .847 
SB4 35 2.44 .722 59 2.52 .770 
SB 35 2.93 .520 59 3.10 .562 
SC1 35 3.06 .926 56 3.24 .806 
SC2 35 3.47 .717 56 3.72 .764 
SC3 35 2.71 .909 56 2.38 1.04 
SC4 35 3.45 .850 56 3.33 1.05 
SC 35 3.20 .646 56 3.29 .645 
SD1 33 3.28 .850 55 3.58 .745 
SD2 33 2.72 .952 55 2.59 .839 
SD3 33 3.18 .698 55 3.35 .671 
SD 33 3.09 .735 55 3.17 .608 
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positive with regard to ‘job preparedness’ (SB1), ‘personal and family 
preparedness’ (SB2), ‘organisation and job role orientation’ (SC2) and ‘Qatari 
cultural and social integration’ (SD1). It is noticeable that the management 
respondents were more positive with regard to finance related factors. 
 
Regarding job-related factors after the expatriate’s arrival in a host culture, job 
role clarity can reduce the doubt associated with an expatriate’s new work 
environment, which facilitates an effective and positive integration into the 
workplace (Nicholson, 1984; Pinder & Schroeder, 1987; Black, 1988 cited in Black 
et al., 1991: 309). Moreover, Black et al. (1991) pointed out that conflicting 
messages about the expectations of an expatriate in their new work environment 
would increase uncertainty and therefore inhibit their adjustment.  
 
Analysis of selected factors based on family status 
 
Table 5.14 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D in relation to the responses found within different sections 
based on family status. It also provides the mean scores and standard deviations 
for the combined factors in each section (illustrated in blue). 
 
Table 5.14: Descriptive statistics according to family status for factors                       
Sections B, C and D 
 
Factor 
Married 
 
Single 
 
N Mean SD N Mean SD 
SB1 49 3.41 .888 45 3.66 .776 
SB2 49 2.47 .732 45 2.85 .685 
SB3 49 3.75 .781 45 4.01 .775 
SB4 49 2.51 .786 45 2.47 .717 
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It is evident from Table 5.14 that the aggregate scores for the two cohorts, 
married and single, were similar for all factors tested in Sections B, C and D.  The 
aggregate mean score for Sections B differed by only 0.2, for Section C by 0.01 
and the aggregate mean score for Section D differed by 0.04 for the two cohorts.   
This suggests little differences in the responses of the married and single 
respondents. Married respondents were slightly more positive with regard to 
‘financial orientation’ (SB1) and ‘local integration’ (SD2) than single respondents.  
On the other hand, single respondents were more positive with regard to ‘job 
preparedness’ (SB1), ‘personal and family preparedness’ (SB2), ‘arrival 
preparedness’ (SB3) and ‘organisation and job role orientation’ (SC2).  
 
Black et al. (1991: 312) highlighted that the adjustment of family members, 
especially the spouse, as one of the most important variables in expatriate 
integration (Black, 1988; Black & Stephens, 1989 cited in Black et al., 1991: 312). 
For this reason, they concluded that weak cross-cultural integration of a spouse 
would affect the expatriate worker’s integration. 
 
 
SB 49 2.94 .598 45 3.14 .478 
SC1 48 3.19 .853 43 3.14 .863 
SC2 48 3.53 .739 43 3.72 .701 
SC3 48 2.65 1.00 43 2.34 .997 
SC4 48 3.33 .917 43 3.43 1.05 
SC 48 3.25 .670 43 3.26 .619 
SD1 45 3.45 .791 43 3.48 .809 
SD2 45 2.73 .981 43 2.54 .760 
SD3 45 3.25 .719 43 3.34 .647 
SD 45 3.16 .740 43 3.12 .562 
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Analysis of selected factors based on dependent children status 
 
Table 5.15 illustrates the mean scores and standard deviations for the factors in 
Sections B, C and D based on dependent children status. It also provides the 
mean scores and standard deviations for the combined factors in each section 
(illustrated in blue). 
 
Table 5.15: Descriptive statistics according to dependent children status                       
for factors in Sections B, C and D 
 
 
 
Factor 
Dependent Children 
Yes No 
N Mean SD N Mean SD 
SB1 31 3.41 .984 63 3.59 .763 
SB2 31 2.40 .682 63 2.78 .728 
SB3 31 3.70 .744 63 3.96 .796 
SB4 31 2.52 .659 63 2.48 .796 
SB 31 2.92 .583 63 3.09 .530 
SC1 30 3.15 .921 61 3.18 .826 
SC2 30 3.49 .817 61 3.69 .718 
SC3 30 2.56 1.00 61 2.48 1.01 
SC4 30 3.45 .908 61 3.34 1.01 
SC 30 3.24 .751 61 3.26 .589 
SD1 27 3.32 .925 61 3.53 .730 
SD2 27 2.81 1.11 61 2.56 .749 
SD3 27 3.18 .825 61 3.34 .610 
SD 27 3.07 .869 61 3.17 .541 
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It is evident from Table 5.15 that the aggregate scores for the two cohorts, with 
dependent children and without dependent children, were similar for all factors 
tested in Sections B, C and D.  The aggregate mean score for Sections B differed 
by only 0.17, for Section C by 0.02 and the aggregate mean score for Section D 
differed by 0.1 for the two cohorts. This suggests little differences in the 
responses of the two cohorts of respondents. The respondents with dependent 
children were slightly more positive with regard to ‘financial orientation’ (SC3) and 
‘local integration’ (SD2) than the cohort of respondents without dependent 
children.  On the other hand, the respondents without dependent children were 
more positive with regard to ‘job preparedness’ (SB1), ‘personal and family 
preparedness’ (SB2), ‘arrival preparedness’ (SB3), ‘organisation and job role 
orientation’ (SC2) and ‘Qatari culture and social integration’ (SD1). 
 
As mentioned earlier the adjustment of family members (including dependent 
children) has a direct impact on an expatriate’s overall integration. 
 
5.2.8     Inferential statistical reporting and analysis 
 
The inferential statistics presented and discussed in this section include the one-
way MANOVA test (multivariate analysis of variance) to determine whether there 
was a statistically significant difference between the mean scores across selected 
biographical details and responses and the one-way ANOVA (univariate analysis 
of variance). In addition the independent t -Test (univariate analysis of variance) 
to determine whether significant differences existed where the MANOVA’s were 
significant, Cohen's d test for practical significance, and the Cronbach alpha to 
test the internal consistency and reliability of the statements used in the 
questionnaire for this study, were conducted. 
 
 
 
222  
 
 
 
5.2.8.1   Multivariate test results according to selected biographical                 
details (one-way MANOVA) 
 
The one-way MANOVA test (multivariate analysis of variance) was used to 
determine whether there was a statistical significant difference between the 
scores of two or more groups (in this study, groups based on selected 
biographical details) and dependent variables (in this case, measures based on 
various factors, for example ‘job preparedness’, ‘personal and family 
preparedness’, ‘arrival preparedness’ and ‘role preparedness’ in Section B). The 
results are presented in Tables 5.16 to 5.22. 
 
Table 5.16:  MANOVA test results according to age 
 
 
The p-values that are generated from the MANOVA test indicate whether there is 
a statistically significant difference between the views of the different categories of 
respondents with regard to the factors being measured. When the p-value is 
below 0.05, it suggests that there was a statistically significant difference between 
the views of the respondents based on age. Based on the above results, all of the 
factors had a p-value higher than 0.05, which suggests that there were no 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 1.47 12 230.47 0.1377 
SC1, SC2, SC3 and SC4 1.04 12 222.53 0.4176 
SD1, SD2 and SD3 0.22 9 199.72 0.9913 
SB, SC, SD combined 
factors 
1.00 9 199.72 0.4393 
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statistically significant differences found in the views of the respondents based on 
age. 
 
Table 5.17:  MANOVA test results according to gender 
 
Based on the above results all of the factors had a p-value higher than 0.05, 
which suggests that there were no statistically significant differences found in the 
views of the respondents based on gender. 
 
Table 5.18:  MANOVA test results according to job level  
 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 1.88 4 89.00 0.1208 
SC1, SC2, SC3 and SC4 2.27 4 86.00 0.0685 
SD1, SD2 and SD3 0.83 3 84.00 0.4823 
SB, SC, SD combined 
factors 
0.43 3 84.00 0.7307 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 3.18 4 89.00 0.0173 
SC1, SC2, SC3 and SC4 2.38 4 86.00 0.0576 
SD1, SD2 and SD3 3.05 3 84.00 0.0331 
SB, SC, SD combined 
factors 
0.60 3 84.00 0.6200 
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Based on the above results the factors SB1, SB2, SB3, SB4, SD1, SD2 and SD3 
had a p-value that was below 0.05 which suggests that there were statistically 
significant differences in the views of the respondents based on job level. On the 
other hand, the factors SC1, SC2, SC3 and SC4  and the combined factors SB, 
SC and SD had a p-value higher than 0.05, which suggests that there were no 
statistically significant differences found based on job level.  
 
Table 5.19:  MANOVA test results according to family status 
 
Family status referred to whether the respondents were married or single. Based 
on the above results the factors SB1, SB2, SB3 and SB4 had a p-value that was 
below 0.05 which suggests that there were statistically significant differences in 
the views of the respondents for these factors based on family status. On the 
other hand, the factors SC1, SC2, SC3 and SC4 and SD1, SD2 and SD3 as well 
as the combined factors SB, SC and SD had a p-value higher than 0.05, which 
suggests that there were no statistically significant differences found in the views 
of the respondents based on family status for these factors. 
 
 
 
 
 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 2.81 4 89.00 0.0301 
SC1, SC2, SC3 and SC4 1.39 4 86.00 0.2440 
SD1, SD2 and SD3 1.09 3 84.00 0.3596 
SB, SC, SD combined 
factors 
1.20 3 84.00 0.3163 
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Table 5.20:  MANOVA test results according to dependent children status 
 
Based on the above results the factors SD1, SD2 and SD3 had a p-value that was 
below 0.05 which suggests that there were statistically significant differences in 
the views of the respondents for these factors based on dependent children 
status. On the other hand, the factors SB1, SB2, SB3, SB4, SC1, SC2, SC3 and 
SC4 as well as the combined factors SB, SC and SD had a p-value higher than 
0.05, which suggests that there were no statistically significant differences found 
in the views of the respondents based on dependent children status for these 
factors. 
 
Table 5.21:  MANOVA test results according to nationality 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 2.32 4 89.00 0.0632 
SC1, SC2, SC3 and SC4 0.80 4 86.00 0.5265 
SD1, SD2 and SD3 3.07 3 84.00 0.0323 
SB, SC, SD combined 
factors 
1.46 3 84.00 0.2325 
Factor F-value Degrees of freedom p-value 
SB1, SB2, SB3 and SB4 1.55 20 279.55 0.0635 
SC1, SC2, SC3 and SC4 1.60 20 269.60 0.0511 
SD1, SD2 and SD3 1.04 15 218.49 0.4149 
SB, SC, SD combined 
factors 
1.57 15 218.49 0.0846 
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Based on the above results all of the factors had a p-value higher than 0.05, 
which suggests that there were no statistically significant differences found in the 
views of the respondents based on nationality. 
 
Table 5.22:  MANOVA test results according to work sector 
 
Based on the above results all of the factors had a p-value higher than 0.05, 
which suggests that there were no statistically significant differences found in the 
views of the respondents based on work sectors. However, the p-value for the 
combined factors SB,SC and SD was below 0.05 which suggests that there were 
statistically significant differences found in the combined factors (SB, SC and SD) 
with regard to the views of the respondents based on work sectors. The results 
suggest that all the interventions aimed at the integration of expatriates, had a 
combined impact rather than an individual impact. 
 
5.2.8.2  Univariate test results for selected factors (independent                       
 t-Test and one-way ANOVA)  
 
The one-way ANOVA test (univariate analysis of variance) and independent t-
Test (univariate analysis of variance) were used to determine whether significant 
differences existed where the MANOVA’s were significant. The t -Test was used 
 
Factor 
 
F-value 
 
Degrees of freedom 
 
p-value 
SB1, SB2, SB3 and SB4 0.87 8 176.00 0.5456 
SC1, SC2, SC3 and SC4 1.83 8 170.00 0.0741 
SD1, SD2 and SD3 1.89 6 166.00 0.0858 
SB, SC, SD combined 
factors 
4.78 6 166.00 0.0002 
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where there were only two cohorts and the ANOVA test where there were more 
than two cohorts. The results are presented in Tables 5.23 to 5.27. 
 
Table 5.23:  t- Test results for factors in Section B according to job level 
 
The t-Test was done for the factors in Section B according to job level where the 
MANOVA test results were significant (refer to Table 5.18). The p-values that are 
generated from the t-Test indicate whether there was a statistically significant 
difference between the respondents based on job level. When the p-value is 
below 0.05, it suggests that there is a statistically significant difference. 
 
Based on the above results three of the factors SB1, SB3 and SB4 had a p-value 
higher than 0.05, which suggests that there were no statistically significant 
differences found in terms of these factors based on job level. However, the p-
value for the factor (SB2) was below 0.05 which suggests that there were 
statistically significant differences found in the responses to this factor based on 
job level. This confirms the MANOVA test results in Table 5.18. 
 
 
 
 
 
Factor 
 
Management 
 
Non-Management 
 
 
Df 
 
 
t-value 
 
 
p-value  
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
SB1 35 3.38 0.89 59 3.63 0.81 92 -1.39 0.1674 
SB2 35 2.36 0.67 59 2.83 0.72 92 -3.12 0.0024 
SB3 35 3.92 0.68 59 3.85 0.85 92 0.42 0.6752 
SB4 35 2.44 0.72 59 2.53 0.77 92 -0.51 0.6087 
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Table 5.24:  t- Test results for factors in Section D according to job level 
 
The t-Test was done for the factors in Section D according to job level where the 
MANOVA test results were significant (refer to Table 5.18). Based on the above 
results all of the factors had a p-value higher than 0.05, which suggests that there 
were no statistically significant differences found in the views of the respondents 
based on job level for the factors SD1, SD2 and SD3. 
 
Table 5.25:  t- Test results for factors in Section B according to family status 
 
The t-Test was done for the factors in Section B according to family status where 
the MANOVA test results were significant (refer to Table 5.19). Based on the 
 
Factor 
 
Management 
 
Non-Management 
 
 
Df 
 
 
t-value 
 
 
p-
value 
 
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
SD1 33 3.28 0.85 55 3.59 0.75 86 -1.78 0.0785 
SD2 33 2.73 0.95 55 2.59 0.84 86 0.70 0.4851 
SD3 33 3.19 0.70 55 3.36 0.67 86 -1.13 0.2615 
 
Factor 
 
Married  
 
Single 
 
 
Df 
 
 
t-value 
 
 
p-
value 
 
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
SB1 49 3.42 0.89 45 3.66 0.78 92 -1.40 0.1635 
SB2 49 2.47 0.73 45 2.86 0.69 92 -2.60 0.0110 
SB3 49 3.76 0.78 45 4.01 0.78 92 -1.62 0.1094 
SB4 49 2.52 0.79 45 2.47 0.72 92 0.28 0.7826 
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above results three of the factors SB1, SB3 and SB4 had a p-value higher than 
0.05, which suggests that there were no statistically significant differences found 
in the views of the respondents based on family status. However, the p-value for 
the factor (SB2) was below 0.05 which suggests that there were statistically 
significant differences found in the factor with regard to the views of the 
respondents based on family status. This confirms the MANOVA test results in 
Table 5.19. 
 
Table 5.26:  t- Test results for factors in Section D according to dependent                    
children status 
 
The t-Test was done for the factors in Section D according to dependent children 
status where the MANOVA test results were significant (refer to Table 5.20). 
Based on the above results all of the factors had a p-value higher than 0.05, 
which suggests that there were no statistically significant differences found in the 
views of the respondents based on dependent children status for the factors SD1, 
SD2 and SD3. 
 
Factor 
 
Yes 
 
No 
 
 
df 
 
 
t-value 
 
 
p-value  
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
SD1 27 3.32 0.93 61 3.54 0.73 86 1.17 0.2452 
SD2 27 2.81 1.12 61 2.57 0.75 86 -1.23 0.2228 
SD3 27 3.19 0.83 61 3.34 0.61 86 1.01 0.3163 
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        Table 5.27:  ANOVA test results for combined factors in Sections B, C and D according to work sector 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The ANOVA test was done for the combined factors SB, SC and SD according to work sector status where the 
MANOVA test results were significant (refer to Table 5.22). Based on the above results, all of the factors had a p-
value higher than 0.05, which suggests that there were no statistically significant differences found in the views of 
the respondents for these combined factors based on work sector. 
 
Factor 
 
Healthcare 
 
Education 
 
Aviation 
 
 
F 
 
 
p-value  
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
 
N 
 
Mean 
Score 
 
SD 
 
SB all (SB1, SB2, SB3 and 
SB4) 
 
 
45 
 
3.00 
 
0.55 
 
23 
 
2.95 
 
0.63 
 
26 
 
3.19 
 
0.46 
 
1.42 
 
0.2464 
 
SC all (SC1, SC2, SC3 and 
SC4) 
 
 
45 
 
3.18 
 
0.65 
 
21 
 
3.24 
 
0.81 
 
25 
 
3.41 
 
0.44 
 
1.02 
 
0.3638 
 
SD all (SD1, SD2 and SD3) 
 
 
44 
 
3.25 
 
0.69 
 
21 
 
3.09 
 
0.75 
 
23 
 
2.99 
 
0.45 
 
1.33 
 
0.2690 
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5.2.8.3           Cohen’s statistics for practical significance 
  
The Cohen’s d test was employed where the t-Test results showed statistically 
significant differences (refer to Table 5.23 and Table 5.25). The Cohen’s d test 
can be used when comparing two means and is simply the difference in the two 
groups’ means divided by the average of their standard deviations. It is generally 
accepted that a d-value of 0.2 is considered a small effect, while a d-value of 0.5 
is considered medium and a d-value of 0.8 is considered a large effect size 
(University of Bath, 2008). 
 
Referring to Table 5.23, there were differences of practical significance in the 
group means of the management (mean score = 2.36) and non-management 
group (mean score = 2.83) for the factor SB2, ‘personal and family preparedness’. 
The d-value was 0.67 which can be considered as a medium effect size.  
 
On the other hand, based on Table 5.25 there was a difference of practical 
significance in the group means of the married (mean score = 2.47) and single 
group (mean score = 2.86) for the factor SB2, ‘personal and family preparedness’. 
The d- value was 0.54 which can be considered as medium effect size.  
 
The above results show that the results of the factor ‘personal and family 
preparedness’ (SB2) in this study are significant and of practical importance. 
 
5.2.8.4  The Cronbach alpha test 
 
Garson (2002: 125) described the Cronbach alpha as a commonly used statistical 
test that determines the internal consistency and reliability of the items or 
statements used in a questionnaire. The Cronbach’s alpha measures how closely 
related a set of items are as a group (University of California, Los Angeles, 2015). 
With regard to this study, it refers to the factors mentioned earlier (SB1, SB2, 
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SB3, SB4, SC1, SC2, SC3, SC4, SD1, SD2 and SD3). The results of the 
Cronbach’s alpha are presented in Table 5.28. 
 
Table 5.28:  Cronbach alpha scores 
 
Factors measured Alpha’s 
SB1: Job preparedness 0.73 
SB2: Personal and family preparedness 0.69 
SB3: Arrival preparedness 0.73 
SB4: Role preparedness 0.67 
SC1: First phase orientation 0.84 
SC2: Organisational and job role orientation 0.77 
SC3: Financial orientation 0.72 
SC4: Team and facility orientation 0.77 
SD1: Qatari cultural and social integration 0.89 
SD2: Local integration 0.78 
SD3: Family integration 0.68 
 
Table 5.28 presents the Cronbach’s coefficient alpha scores obtained for various 
factors that were used in the survey in Section B, C and D. The Cronbach’s alpha 
coefficient greater than 0.70, the recommended minimum value for reliability was 
found for most factors. The values ranged from 0.67 to 0.89. Except for three 
factors, all the selected factors that were statistically tested obtained a Cronbach 
alpha coefficient exceeding 0.70, thus confirming reliability. The factors that 
obtained a coefficient of less than 0.70 were ‘personal and family preparedness’ 
(0.69), ‘role preparedness’ (0.67) and ‘family integration’ (0.68). According to 
Sarstedt and Mooi (2014: 256) an alpha coefficient that is greater than 0.60 is 
acceptable in an exploratory study. 
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5.3          QUALITATIVE ANALYSIS OF RESULTS 
 
As mentioned in Chapter one and Chapter four, both qualitative and quantitative 
techniques were used in this study. The qualitative approach allowed the 
researcher to capture the human element of the participant’s responses in the 
sense that the qualitative approach allows participants to express their unique 
opinions or verbalise their unique experiences.  This was important because there 
was a need for further empirical and theoretical development of an understanding 
of SIEs in the academic community (Doherty et al., 2011; Froese, 2012 cited in 
Rodriguez and Scurry 2014: 13).  
 
During the empirical study the respondents were asked to provide 
recommendations across a range of dimensions. The results to the questions in 
Section F of the questionnaire are presented in the same order in which they 
appeared in the questionnaire. The questionnaire consisted of six questions which 
covered the following areas: 
 
 Question F1: What recommendations do you have for improving the 
 recruitment practices for Qatari organisations for their future expatriate 
 hires? 
 
 Question F2: What recommendations do you have for Qatari organisations 
 for improving their orientation programmes for future expatriates? 
 
 Question F3: What recommendations do you have for Qatari organisations 
 for improving the cross-cultural training programmes offered to new 
 expatriate employees? 
 
 Question F4: What recommendations do you have for improving the on-
 going support that Qatari organisations offer expatriate employees so that 
 they maintain a sense of belonging in the local community? 
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 Question F5: What recommendations do you have for improving the on-
 going support that Qatari organisations offer the families of expatriate 
 employees so that they maintain a sense of belonging in the local 
 community? 
 
 Question F6: Do you have any other recommendations? 
 
For purpose of the qualitative study, content analysis was conducted on the 
responses to Questions F1 to F6. Jankcowicz (2006: 24) stated the purpose of a 
content analysis is to describe the participants in the surveys responses 
systematically. For this study the following procedure was adopted: 
 
 The researcher read through the responses for questions F1 to F6 several 
 times. 
 Notes were made to highlight interesting and or relevant themes found in 
 the responses. 
 A set of categories was devised for each theme found in the responses to 
 the six questions. 
 The set of categories was used to classify each response into a single 
 category.  
 
5.3.1        Content analysis for Section F: Question 1 
 
Question F1 required the respondents to provide recommendations for improving 
recruitment practices for Qatari organisations when hiring their future expatriates. 
The analysis of responses is provided in Table 5.29.  
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Table 5.29:  Content analysis of Question F1- recruitment practices 
 
RECRUITMENT AND SELECTION PRACTICES 
THEMES 
FREQUENCY 
Recruitment process 11 
General openness and transparency 10 
Cultural awareness information/training 07 
General pre-departure orientation 04 
Organisation information 03 
Sponsorship system information 03 
Compensation and benefits 03 
Job role information 02 
Qatarisation information 02 
Family assistance 01 
General organisational support 01 
Support for local expatriate hires 01 
Buddy system 01 
HR policies 01 
 
Fourteen themes were derived from the responses to question F1 (recruitment 
and selection practices) in the survey questionnaire (refer to Table 5.29). Cultural 
awareness training/information, recruitment process and general openness and 
transparency were the themes that had the strongest frequencies amongst the 
respondents in the sample group. Examples of the responses received were: 
 
Theme: recruitment process 
 
“Put as much focus on discovering the individual's potential fit with a unique and 
diverse country such as Qatar (and living/working overseas) as they do fit to role 
and organisation. Incorporate activities and assessments into the recruitment 
process that will give an indication of the individual's ability to deal with ambiguity, 
their adaptability and tolerance.” 
 
“More effective selection processes e.g. competency-based interviews; 
psychometrics; cultural I.Q, etc.” 
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“Make sure that young hires have the right personality to be able to live and work 
in Qatar with its rules and regulations.” 
 
The above responses suggest that during the recruitment phase, some 
companies did not always follow theoretical guidelines with regard to selection 
best practices. As mentioned earlier, Illes (2009) argued that a competency-based 
(structured) interview is the recruitment technique with the strongest validity which 
can assist in selecting the right candidate for a job role. On the other hand, 
Caligiuri (2010: 78) argued that selection systems should include a personality 
assessment early in the recruitment process because they can assist 
organisations in deciding if a candidate was the right fit for an international 
assignment. 
 
Theme: general openness and transparency 
 
“Be open an honest about the rules and regulations in the work place. Paint a 
clear picture of the organisation so that you are not met with alarm at certain 
organisations.” 
 
“The organisations should send more info about the country before you leave to 
prepare you for what to expect on your first day, contacts you may need on arrival 
before you start work, and maybe be more honest about what stage the 
organisation is actually at.” 
 
“Be very clear on what the roles people are applying for are going to be. 
Otherwise, people may end up having very different expectations. For example, I 
didn’t know about the Qatarization plan.” 
 
The above responses suggest that during the recruitment phase, companies did 
not always provide a realistic picture of the organisation, therefore SIEs would 
have unrealistic expectations upon their arrival in Qatar. As mentioned earlier, 
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Cooper et al. (2003) cited in Illes (2009) argued that providing candidates with a 
realistic job preview is critical when recruiting and results in realistic expectations 
as well as a better person-job fit. 
 
Theme: cultural awareness training 
 
“An online induction programme for candidates to familiarise themselves with the 
Qatari culture before arriving into Qatar … cultural and religious awareness” 
 
“Be honest about the culture and the challenges that they may incur while they 
are here. They have to be open minded and accept changes and challenges.” 
  
The above responses suggest that during the recruitment phase, companies did 
not always provide cross-cultural information and or training to their expatriate 
hires to prepare them sufficiently prior to their arrival in Qatar’s foreign work and 
cultural system. According to the Model of International Adjustment (Black et al., 
1991), one dimension of expatriate adjustment is anticipatory as it occurs prior to 
the expatriate departing on an international assignment. This phase includes pre-
departure cross-cultural awareness training. Research has highlighted that pre-
departure cross-cultural training can assist expatriates to adjust to a foreign 
culture (Foster, 2000 cited in Neill, n.d.). 
  
Based on all of the above responses derived from the content analysis for 
Question F1, it is suggested that there is a gap between current recruitment and 
selection practice and theoretical guidelines in the respondents’ organisations. 
This highlights the need for Qatari organisations to align their recruitment and 
selection strategies to international best practice, which will assist with integrating 
their skilled/professional SIEs more effectively. 
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5.3.2 Content analysis for Section F: Question 2 
 
Question F2 asked the respondents to provide recommendations for improving 
their orientation programmes for their future expatriate hires. The analysis of 
responses is provided in Table 5.30. 
 
Table 5.30:  Content analysis Question F2- orientation   
  
ORIENTATION THEMES FREQUENCY 
Community embeddeness support 15 
Classroom orientation content and delivery method 09 
Cultural awareness information 06 
Regular check-ups/follow ups 05 
Human resource department/policy information 03 
Meet and greet  03 
Support for family 03 
Workplace support 03 
Organisational expectations 01 
General do’s and don’ts 01 
Basic Arabic lessons 02 
Quality presenters/facilitators 02 
Guest speakers 02 
Buddy programme 01 
Orientation check-list 01 
Information guide 01 
Orientation duration 01 
 
Seventeen themes were derived from the responses to question F2 in the survey 
questionnaire (refer to Table 5.30). Community embeddedness, cultural 
awareness information and classroom orientation content and delivery method 
were the themes that had the strongest frequencies amongst the respondents in 
the sample group. Examples of the responses received were: 
 
Theme: community embeddedness 
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“Give a tour of the area, showing where to buy food, how to set up your phone, 
and how to set up your bank account.” 
 
More and more detailed tours…. be very clear and specific on what to (and what 
not to) expect.” 
  
Lo et al., (2012: 4213) argued that expatriates belong to two communities: the 
community in their home country and the host community in which they are 
residing and working. Mitchell et al. (2001: 1103) pointed out that empirical 
findings showed that non-work factors were significant in strengthening employee 
job embeddedness. Moreover, Cohen (1995) cited in Mitchell et al. (2001: 1103) 
described how non-work commitments such as family and extra mural activities 
influenced job attitudes and expatriate embeddedness. 
 
Theme: classroom orientation content and delivery method 
 
“Structured data to be first collated from current expatriates and use the same as 
reference in building more engaging and measurable programmes.” 
 
“Make them comprehensive and don't stop them after the first month. Have review 
orientations quarterly - many issues arise in the second to third quarters after 
arrival.” 
 
“Good quality presenters, careful selection of presenters who new hires can relate 
to.” 
 
According to Bauer (2010: 2) research has found that organisations are more 
effective with a formal onboarding programme with sequential events for new 
employees to familiarise themselves to their job roles, to the norms of the 
company and to expected behaviour in the workplace, compared to companies 
that do not have these measures in place. The short term outcomes include self-
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efficacy, role clarity, social integration and knowledge of culture, while the long-
term outcomes include better employee retention rates, productivity and customer 
satisfaction. 
 
Theme: cultural awareness information 
 
“Allow future expats to access eLearning modules, such as Pre-Departure, prior 
to arrival in Qatar. It makes no sense to complete it upon arrival and entry in 
Qatar.” 
 
“It needs to be stressed to staff early on, that things work differently in the Middle 
East…more slowly and that saving face is an important aspect of local culture.” 
  
As mentioned earlier, Black et al. (1991) argued that pre-departure cross-cultural 
awareness training is an important element of anticipatory adjustment that should 
take place prior to the SIE departing for Qatar. 
 
Based on all of the above responses derived from the content analysis for 
Question F2, it is suggested that there is a gap between current orientation 
practice and theoretical guidelines in the respondents’ organisations. This 
highlights the need for Qatari organisations to implement an orientation 
programme better aligned to international best practice, which will assist with 
effective integration of their skilled/professional SIEs. 
 
5.3.3       Content analysis for Section F: Question 3 
 
Question F3 asked the respondents to provide their recommendations to improve 
the cross-cultural training programmes at Qatari organisations for their future 
expatriate hires. The analysis of responses is provided in Table 5.31.  
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Table 5.31:  Content analysis of Question F3- cross-cultural integration 
 
CROSS-CULTURAL INTEGRATION 
THEMES 
FREQUENCY 
Provide deeper content on cultural tolerance/awareness 09 
Use Qatari trainer/speaker for CCT 07 
Provide events to mix with Qataris 05 
Arabic language lessons 04 
Regular cultural training sessions 03 
Awareness of community resources 02 
Cross cultural training to include Qataris participants 02 
Provide family support 01 
Cultural IQ training 01 
Change management training  01 
Cover all cultures not only Qatari culture 01 
Information on cultural challenges 01 
Course with participants from different cultures 01 
Non-work cross cultural events 01 
Organisational culture 01 
Pre-departure training 01 
 
Sixteen themes were derived from the responses to question F3 in the survey 
questionnaire (refer to Table 5.31). Provide deeper content on cross-cultural 
tolerance/awareness, use Qatari trainers/speakers for CCT and provide events to 
mix with Qataris, were the themes that had the strongest frequencies amongst the 
respondents in the sample group. Examples of the responses received were: 
 
Theme: provide deeper content on cultural tolerance/awareness 
 
“Be up front and transparent about the change curve individuals are likely to 
experience and really emphasise the key skills to help integrate into the new 
culture (curiosity, adaptability and tolerance). Cross-cultural training in Qatar 
should have 2 distinct parts. First, understanding Qatar culture and what you need 
to know to live and work in an Islamic country. And second, because in Qatar you 
have huge diversity of over 50 nationalities, this requires a broader cultural 
training piece about understanding different cultures generally and where you as 
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an individual sit on that (ref: Hofstede, dimensions of culture), e.g. power-
distance, individualistic vs. collective, attitude to time etc. Typically, this second 
part is missing in most training programmes. To aid an individual's knowledge and 
understanding of the Qatar specific culture, perhaps buddy new joiners with 
Qatari nationals wherever possible to help build cross-cultural relationships and 
understandings at the real level and avoid sweeping generalisations and 
stereotypes.”  
 
Lenarcowitz et al. (2014: 1710) argued that an effective CCT programme should 
include a sequence of learning cycles. These cycles should combine cognitive, 
affective and behavioural learning methods to transfer cultural knowledge which 
would allow the participant to increase their level of cultural knowledge after each 
cycle. Mendenhall and Oddou (1987) cited in Chew (2004) proposed the CCT 
Model with differences in the level of CCT rigour, CCT methods and the duration 
of the CCT experience based on the length of the expatriate’s assignment and the 
degree of interaction with the host country’s nationals (refer to Figure 3.14). The 
model suggests that the longer the expatriate assignment is and the more 
unfamiliar the expatriate is regarding the host country’s culture, the longer the 
CCT experience should be. 
 
Theme: use Qatari speakers/trainers for CCT 
 
“Make Qataris deliver this session. It would be more impactful. As the old saying 
goes, it better to hear it from the horse’s mouth” 
 
“Definitely need more training and accurate cross-cultural training from Qatari 
people themselves rather than stereotypes from other expats who have been here 
for many years and are more likely to be talking about their own subjective views.” 
 
Moran et al. (2007: 316) argued that for non-Arabs, understanding Arab culture is 
essential in order to understand the modern day Middle East. One could argue 
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that the use of Qatari speakers to deliver sessions on Arab/Qatari culture would 
enhance the CCT effectiveness. 
 
Theme: provide events to mix with Qataris 
 
“Plan a picnic or some other activity, where Qataris and non-Qataris can socialize. 
I’d like to hear from the locals first hand, as opposed to from a book or other 
expats' experiences.”  
 
“Expats should get an opportunity to be a part of Qatari cultural functions along 
with Qatari nationals”.  
 
As mentioned earlier, Cohen (1995) cited in Mitchell et al. (2001: 1103) described 
how non-work commitments such as family and extra mural activities influenced 
job attitudes and expatriate embeddedness. One could argue that providing 
expatriates and Qataris opportunities to mix in a social setting can foster better 
interpersonal relationships as well as enhance integration of SIEs into the local 
community. 
 
Based on all of the above responses derived from the content analysis for 
Question F3, it is suggested that there is a gap between current cross-cultural 
integration strategies and theoretical guidelines in the respondents’ organisations. 
This highlights the need for Qatari organisations to align their cross-cultural 
integration strategies with international best practice, which will assist with 
effective integration of their skilled/professional SIEs. 
 
5.3.4       Content analysis for Section F: Question 4 
 
Question F4 asked the respondents to provide their recommendations for 
improving the on-going support that Qatari organisations offer expatriate 
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employees so that they maintain a sense of belonging in the local community. The 
analysis of responses is provided in Table 5.32. 
 
Table 5.32:  Content analysis of Question F4- ongoing expatriate support 
                        
ON-GOING SUPPORT FOR EXPATRIATES THEMES FREQUENCY 
Provide social events to mix with locals/Qataris 08 
Provide general social events/clubs 06 
Provide more cultural awareness information 06 
Update staff about entertainment events in Qatar 03 
Allowances for expatriate diversity 03 
Relax immigration/labour law 03 
HR/Organisational support 03 
Salaries that are market related 01 
Promote the hire of married expats with families 01 
Entertainment areas 01 
Affordable schools 01 
Arabic language classes 01 
Volunteer clubs/activities 01 
Private transportation 01 
 
Fourteen themes were derived from the responses to question F4 in the survey 
questionnaire (refer to Table 5.32). Provide general social events/clubs, provide 
social events to mix with local Qataris and provide more cultural awareness 
information were the themes that had the strongest frequencies amongst the 
respondents in the sample group.  These were congruent with several themes 
found in Questions F1, F2 and F3 that were discussed earlier. 
 
5.3.5      Content analysis for Section F: Question 5 
 
Question F5 asked the respondents to provide their recommendations for 
improving the on-going support that Qatari organisations offer the families of 
expatriate employees so that they maintain a sense of belonging in the local 
community. The analysis of responses is provided in Table 5.33. 
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Table 5.33:  Content analysis of Question F5- ongoing family support 
    
ONGOING SUPPORT FOR EXPATRIATE FAMILIES 
THEMES 
FREQUENCY 
General family support 12 
Provide general social events/clubs 07 
Ongoing cross-cultural training 02 
Provide cultural events 02 
Update staff on entertainment events in Doha 02 
Provide opportunities to mix with locals/nationals 01 
Accommodation 01 
Safety 01 
Education and career development 01 
Schooling assistance  01 
General adjustment support 01 
Arabic language 01 
Support for local expatriate hires 01 
                
Thirteen themes were derived from the responses to question F5 in the survey 
questionnaire (refer to Table 5.33). Provide general family support and general 
social events/clubs were the themes that had the strongest frequencies amongst 
the respondents in the sample group. These were congruent with several themes 
in Questions F2 and F3 that were discussed earlier. 
 
Black et al. (1991: 312) pointed out that the adjustment of family members, 
especially the spouse, is one of the most important variables in expatriate 
integration (Black, 1988; Black & Stephens, 1989 cited in Black et al., 1991: 312). 
For this reason, they concluded that weak cross-cultural integration of family 
members would affect the expatriate worker’s integration. 
 
5.3.6       Content analysis for Section F: Question 6 
 
Question F6 asked the respondents whether they had any other 
recommendations for Qatari organisations. The analysis of responses is provided 
in Table 5.34. 
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Table 5.34:  Content analysis of Question F5- other recommendations 
  
 ADDITIONAL RECOMMENDATIONS THEMES FREQUENCY 
Easier/flexible immigration policies/procedures 03 
Better accommodation and housing policies 02 
General transparency, openness and fairness 02 
Communicate employee benefits 01 
Hire experienced employees 01 
Arabic language training 01 
Less ambiguity 01 
Introduce working from home concept 01 
Conduct exit interviews 01 
General organisational support 01 
Support for contractors/agency staff 01 
Expedite the recruitment process 01 
Support for locally hired expatriates 01 
 
Thirteen themes were derived from the responses to question F6 in the survey 
questionnaire (refer to Table 5.34). The themes with the strongest frequencies 
among the respondents in the sample group were: easier/flexible immigration 
policies/procedures, better accommodation and housing policies and general 
transparency, openness and fairness. The theme, ‘easier/flexible immigration 
policies/procedures’ received the highest frequency of responses. It is important 
to point out that organisations in Qatar have no control over immigration policy or 
procedure as these are imposed/regulated by the government of Qatar. The other 
themes with high frequencies are congruent with responses that were discussed 
earlier in this section. 
 
 
5.4     FRAMEWORK FOR THE INTEGRATION OF SKILLED/PROFESSIONAL 
 SIEs INTO QATARI ORGANISATIONS 
  
From the discussion in Chapter one, it is evident that Qatar faces a range of 
challenges in recruiting, retaining and integrating a skilled/professional expatriate 
workforce. The challenges include globalisation, regional competition for 
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expatriate talent from other Gulf Cooperation Council (GCC) states, current 
recruitment and selection practices and the challenges faced by some expatriates 
to integrate into the local work and cultural system. 
 
In Chapter two, an overview of important themes in Qatar’s work and cultural 
system was presented in order to better understand the SIE in the context of living 
and working in Qatar. In Chapter three, several models of adjustment (Lysgaard, 
1955; Black et al., 1991; Kim, 2001) were presented. In addition, the 
contemporary expectations organisations have of employees, especially in a 
globally interconnected environment, were explored. Attention was also given to 
how recruitment and selection, employee orientation, cross-cultural training and 
community embeddedness can enhance the general adjustment/integration of 
expatriates. 
 
The main objective of this study was to identify a framework that can be utilised 
for the integration of skilled/professional self-initiated expatriates into Qatari 
organisations. Prior to the main structured empirical study, the researcher 
conducted semi-structured interviews with a diverse group of ten members of the 
sample group to obtain their views on the expectations their organisations had of 
them upon their arrival in Qatar. In addition, the interviewees were asked to 
discuss two critical incidents with regard to what made it easy and difficult to 
adjust to Qatar. 
 
The theoretical research findings presented in the previous chapters and the 
insights gained from the semi-structured interviews were used to design the 
survey questionnaire that was used in the main empirical study. This was aimed 
at establishing the views of the respondents across a range of dimensions as 
indicated in the sub-problems of this study. 
 
Following an exploratory factor analysis, the statements in Section B, C and D of 
the questionnaire were categorised into main factors relating to recruitment and 
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selection, orientation and cross-cultural integration. The Pearson’s product 
moment correlation co-efficient (refer to Table 5.8) confirmed the interrelatedness 
of these factors as well as the reliability of the items used in the questionnaire. 
Moreover, a Cronbach’s alpha coefficient greater than 0.70, the recommended 
minimum value for reliability was found for most factors (refer to Table 5.28). 
 
Table 5.35 below is a recommended framework for the integration of 
skilled/professional self-initiated expatriates into Qatari organisations that 
combines the best practices and theoretical guidelines from the literature review 
and the insights gained from the empirical study. 
 
Table 5.35:  Framework for integration of skilled/professional SIEs into Qatari 
organisations    
PHASE 
 
IDENTIFIED FACTORS 
 
1. RECRUITMENT  AND  
SELECTION 
 
 
 
1.1 JOB PREPAREDNESS 
 
 Conduct structured, competency-based interview 
 Provide a comprehensive explanation of the job role 
 Provide information regarding work norms of the 
organisation 
 Provide a comprehensive explanation regarding salary 
structure and benefits 
 
 
1.2 PERSONAL AND FAMILY PREPAREDNESS 
 
 Check potential employee’s personal motivation 
 Conduct a pre-screening of family members to check their  
willingness and adaptability 
 Provide pre-departure cross-cultural awareness training for 
selected candidates 
 Provide pre-departure cross-cultural awareness training for 
spouse/family (if applicable) 
 
 
1.3 ARRIVAL PREPAREDNESS 
 
 Provide a key contact person at the organisation for 
queries/concerns 
 Provide quick responses to queries/concerns 
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PHASE 
 
IDENTIFIED FACTORS 
 Provide clear information to the employee on what to do 
upon their arrival at Doha airport 
 
 
1.4 ROLE PREPAREDNESS 
 
 Administer psychometric (personality) test for candidates 
 Provide a comprehensive explanation of Qatar’s 
sponsorship system  
 Provide a comprehensive explanation on training Qatari 
citizens/national development 
 Ensure that employees have a good understanding of what 
to expect in Qatari work and cultural system prior to their 
departure for Qatar 
 
 
2. ORIENTATION 
 
 
2.1 FIRST PHASE ORIENTATION 
 
 Provide a new employee orientation guide to be used as a 
reference point 
 Provide an information pack with details of the orientation 
programme 
 Assign a buddy to new expatriate employees 
 Provide regular ‘check-ins’ with the HR/Orientation team 
during the first few months 
 
 
2.2 ORGANISATIONAL AND JOB ROLE 
ORIENTATION 
 
 Provide financial assistance to assist the expatriate in 
settling in 
 Provide assistance with desktop/internet connection set up 
 Provide information on organisational culture including 
vision, mission and values 
 Formally introduce the expatriate to their colleagues in their 
department 
 Line managers must set clear and specific performance 
objectives for the probation period 
 Provide a job specific/department orientation that will assist 
with regard to role clarity 
 
  
2.3 FINANCIAL ORIENTATION 
 
 Provide information regarding the exchange rate between 
the Qatari Riyal and the expatriate’s home country currency 
 Provide information regarding any tax implications on 
earnings in Qatar in the expatriate’s home country 
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PHASE 
 
IDENTIFIED FACTORS 
 
 
 
 
2.4 TEAM AND FACILITY ORIENTATION 
 
 Provide a meet and greet welcoming for the expatriate 
upon their arrival at Doha (Hamad International) Airport 
 Provide a tour of the company facilities during the 
orientation 
 The HR/Orientation team must formally introduce new 
expatriate employees to their respective departments 
 The HR/Orientation team must formally introduce new 
expatriate employees to their line manager 
 
 
3. CROSS-CULTURAL 
INTEGRATION 
 
3.1  QATARI CULTURAL AND SOCIAL INTEGRATION 
 
 Provide information regarding the importance of 
maintaining a positive mindset and being open to cultural 
differences in order to integrate more easily 
 Provide information regarding the religious and cultural 
tenets of Islam that shape Qatar’s work and cultural system  
 Provide information regarding business etiquette and 
protocol in a Qatari work environment 
 Provide information on cultural sensitivity and norms 
regarding working with Qatari citizens of the opposite 
gender 
 Provide information on social etiquette such as acceptable 
dress code in public places 
 Provide information on social etiquette such as what is 
allowed/not allowed in public spaces 
 Provide information on the allowances for diversity that are 
legal/acceptable in Qatar 
 Provide ongoing access to cross-cultural training, events 
and support in order to enhance the expatriate employee’s 
sense of belonging in the local community/Qatar 
 
 
3.2  LOCAL INTEGRATION 
 
 Provide information on where to do grocery and other 
shopping 
 Provide information on how to bargain and deal with 
traditional shopkeepers at local souqs 
 Provide information on meeting places for expatriates to 
help them to build a social network in the community 
 Provide opportunities for expatriates and Qatari nationals to 
meet/socialise 
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PHASE 
 
IDENTIFIED FACTORS 
 
 
 
 
3.3  FAMILY INTEGRATION 
 
 Provide assistance with opening a local bank account 
 Provide assistance with enrolling the expatriate’s children 
into a local school 
 Provide new expatriate employees with key contact person 
details if they require any additional support during the 
orientation 
 Provide general support to the expatriate’s family to help 
them to adjust/integrate into Qatar 
 
  
 
5.5     CONCLUSION 
 
In Chapter five the quantitative and qualitative analysis and interpretation of the 
results from the empirical study were presented and discussed. The literature 
review and empirical study findings were combined and presented as a 
recommended framework for the integration of skilled/professional SIEs into 
Qatari organisations. In Chapter six the conclusion and recommendations based 
on the findings of the empirical study are presented and discussed. 
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CHAPTER SIX 
 
      SUMMARY, RECOMMENDATIONS AND CONCLUSION 
 
 
6.1   INTRODUCTION  
 
The purpose of this final chapter is to provide an integrated view of this study, 
specifically with reference to the extent to which the main and sub-problems have 
been addressed. The problems and limitations of the study are highlighted and a 
final conclusion is provided. Recommendations are presented and suggestions 
are made for future research related to this topic. 
 
 
6.2     SUMMARY OF THE STUDY  
 
In this section, the main and sub-problems are presented in order to highlight the 
actions that were taken to address each problem. The main findings for each sub-
problem are reiterated in order to present a cohesive closing discussion. 
 
The main problem of this study was identified in Chapter one as: 
 
What framework can be utilised for the successful integration of 
skilled/professional self-initiated expatriates into Qatari organisations? 
 
The rationale for this study was two-fold. Firstly, the researcher aimed to conduct 
a literature review on the theoretical guidelines for the integration of expatriates 
into a foreign work and cultural system. This was done specifically in relation to 
the contemporary expectations organisations have of expatriates, recruitment and 
selection, orientation and cross-cultural integration. Secondly, the study included 
an empirical study to assess the perceptions of SIEs based in Qatar. This was 
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with regard to the extent to which they felt recruitment and selection, orientation 
and cross-cultural integration practices at their organisations followed theoretical 
guidelines for the integration of expatriates into a foreign work and cultural 
system, specifically the Qatari work and cultural system. Many previous empirical 
studies have focused on the integration of the traditional expatriate into their host 
country rather than self-initiated expatriates. Vaiman and Haslberger (2013: 144) 
argued that similarities and differences between SIEs and traditional expatriates 
are to be expected, but there has been little conceptual or empirical work that 
focuses on the special case of the SIE, specifically with reference to the Qatari 
work and cultural system. This study aimed to investigate the integration of SIEs 
specifically into a Qatari work and cultural context. 
 
The following sub-problems were identified to address the main problem: 
 
SUB-PROBLEM 1  
 
What are the expectations that organisations have of skilled/professional SIEs, 
especially those entering the Qatari work and cultural system?  
 
This sub-problem was addressed in Chapter three by means of a literature study 
on the contemporary expectations that organisations have of skilled/professional 
SIEs, especially those entering the Qatari work and cultural system. The review of 
current literature showed that the role an SIE would play is that of a knowledge 
worker (Brelade & Harman, 2007; Mladkova, 2011; Reinhardt et al., 2011; 
Wartzman, 2014; Cherrington & Middleton, 2015a). Knowledge workers can be 
considered instrumental with regard to supporting the growth of Qatar’s emerging 
knowledge-based economy. Active contribution from SIEs with regard to national 
development and the government’s Qatarisation policy is a common 
contemporary expectation that Qatari organisations would have of SIEs (Knight, 
2013; Ministry of Development Planning and Statistics, 2013). 
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The researcher also conducted semi-structured interviews with a cohort of ten 
members of the sample. This was done to gain an understanding of their views 
surrounding the expectations their organisations had of them upon their arrival in 
Qatar. The results of the interviews were provided in Chapter three (refer to 
paragraph 3.8.1). The insights gained from the literature study and the semi-
structured interviews were used to develop the structured questionnaire that was 
used during the main empirical study. Work efficiency and support for the 
organisation’s vision and mission were the two themes with the strongest 
frequency. The researcher found the themes were congruent with what current 
literature revealed about the contemporary expectations that organisations have 
of expatriates. 
  
SUB-PROBLEM 2 
 
What are the theoretical guidelines for the integration of expatriates into a foreign 
work and cultural system, specifically in relation to recruitment and selection, 
orientation and cross-cultural integration?  
 
This sub-problem was addressed by means of a literature study of the theoretical 
guidelines for the integration of expatriates into a foreign work and cultural 
system. Chapter three provided an overview of three models of adjustment 
(Lysgaard, 1955; Black et al., 1991; Kim, 2001) found in academic literature as 
well as other theoretical guidelines that Qatari organisations should follow to 
enhance the integration of their SIE workers into the local work and cultural 
system. This included expatriate recruitment and selection (Caligiuri, 2000; Hough 
& Oswald, 2000; Chew, 2004; Adler & Zhu, 2005; Huang et al., 2005; Illes, 2009; 
CIPD, 2014b; Cherrington & Middleton, 2015b), orientation (Dunn & Jasinski, 
2009; Bauer, 2010; Cherrington & Middleton, 2015b; HR Leadership Council, 
2015), cross-cultural training (Chew 2004; Waxin & Panaccio, 2005; Moran et al., 
2007; Lenartowicz et al., 2014; Cherrington & Middleton, 2015b) and community 
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embeddedness (Mitchell et al., 2001; Jiang et al., 2012; Lo et al., 2012; Zhang et 
al., 2012; Ng & Feldman, 2014) theory. 
 
The theoretical research findings were included in a framework of best 
practices/guidelines for the integration of skilled/professional SIEs into Qatari 
organisations that was presented in Chapter five (refer to Table 5.35). 
 
SUB-PROBLEM 3 
 
To what extent do recruitment and selection practices at organisations in Qatar 
follow theoretical guidelines for the integration of expatriates into their foreign 
work and cultural system?  
 
This sub-problem was addressed during the empirical study by means of a survey 
questionnaire to gather data regarding the recruitment experiences of the 
respondents. The questionnaire was administered to skilled/professional SIEs 
based in Qatar. The results were presented in Chapter five. The results 
suggested that the respondents agreed that five out of the sixteen items (best 
practices) were aligned to theoretical guidelines and covered by their 
organisations during their recruitment and selection phase (refer to paragraph 
5.2.1).  
 
However, six out of the sixteen mean scores indicated that the respondents were 
more inclined towards ‘disagreement’ with regard to these theoretical guidelines 
being covered during their recruitment and selection phase (refer to paragraph 
5.2.1).  For the rest of the statements, ‘neither agree nor disagree’ responses 
were received.  It was therefore clear that there was ample opportunity for 
improving recruitment and selection practices aimed at the integration of SIEs into 
the Qatari work and cultural system.  The gap was mostly in terms of whether the 
respondents completed a psychometric (personality) test, were invited for a site 
visit to Qatar or received a comprehensive explanation of the role that they would 
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play training Qatari citizens during the recruitment and selection phase at their 
respective organisations. 
 
The empirical findings were incorporated into a framework of best 
practices/guidelines for the integration of skilled/professional SIEs into Qatari 
organisations and were presented in Chapter five (refer to Table 5.35). 
 
SUB-PROBLEM 4 
 
To what extent do orientation (including cross-cultural training) practices at 
organisations in Qatar follow theoretical guidelines for the integration of 
expatriates into a foreign work and cultural system?  
 
This sub-problem was also addressed during the empirical study by means of a 
survey questionnaire to gather data regarding the orientation experiences of the 
respondents. The results were presented in Chapter five. The results suggested 
that the respondents agreed that six out of 21 items (best practices) were aligned 
to theoretical guidelines and covered by their organisations during their orientation 
phase (refer to paragraph 5.2.2).  
 
However, 14 out of 21 mean scores suggested that the respondents were more 
inclined towards ‘neither disagreement nor agreement’ for these items (refer to 
paragraph 5.2.2). Disagreement was shown with one of the statements in this 
section (refer to paragraph 5.2.2). 
 
The results in this section highlighted a gap between the orientation practices at 
the respondents’ organisations and theoretical guidelines. The gap was mostly 
with regard to: whether the respondents received information about tax 
implications on their foreign earnings in their home country, the exchange rate 
between Qatar and their home country, Qatarisation policy and their associated 
role in training Qatari citizens. Of further interest were: whether the respondents 
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were assigned a ‘buddy’ in their departments or received regular ‘check-ins’ with 
the HR/Orientation team during the orientation phase at their respective 
organisations. 
 
The empirical findings were included in a framework of best practices/guidelines 
for the integration of skilled/professional SIEs into Qatari organisations and were 
presented in Chapter five (refer to Table 5.35). 
 
SUB-PROBLEM 5 
 
To what extent do organisations in Qatar employ on-going strategies to integrate 
skilled/professional SIEs into Qatari work and cultural systems?  
 
This sub-problem was addressed during the empirical study to gather data 
regarding the integration experiences of the respondents. The results were 
presented in Chapter five. The results suggested that the respondents were 
inclined towards ‘agreement’ on eight out of 21 items (best practices) that 
pertained to their cross-cultural integration experience being aligned to theoretical 
guidelines and covered by their organisations (refer to paragraph 5.2.3). 
 
However, 12 out of 21 collective mean scores in this section suggested that the 
respondents were more inclined towards ‘neither disagreement nor agreement’ for 
these items (refer to paragraph 5.2.3). For one item, the respondents were more 
inclined towards ‘disagreement’ (refer to paragraph 5.2.3). 
 
The results in this section highlighted a gap between cross-cultural integration 
practices at the respondents’ organisations and theoretical guidelines. The gap 
was mostly with regard to whether the respondents received information on how 
to bargain with traditional shopkeepers, on meeting places for expatriates, 
whether the respondents were taught basic Arabic phrases or had opportunities to 
socialise with Qatari nationals. 
259 
 
 
 
The empirical findings were included in a framework of best practices/guidelines 
for the integration of skilled/professional SIEs into Qatari organisations and were 
presented in Chapter five (refer to Table 5.35). 
 
SUB-PROBLEM 6 
 
What are the challenges faced by skilled/professional SIEs entering the Qatari 
work and cultural system?  
 
This sub-problem was also addressed during the empirical study by means of a 
survey questionnaire to gather data regarding the challenges experienced by the 
respondents. The results were presented in Chapter five. The results suggested 
that the respondents were inclined towards ‘neither disagreement nor agreement’ 
for all six items found in this section (refer to paragraph 5.2.4).  These results 
suggested that the respondents were more neutral with regard to whether they or 
their families experienced challenges integrating into Qatar as well whether 
cultural differences, work practices or a lack of organisational support were the 
main challenges in integrating.  
 
 
6.3    RECOMMENDATIONS 
 
Based on the main learning points from the theoretical study and the main 
findings of the empirical study, recommendations are made in this section.  
 
In Chapter four, reference was made to Jankowicz (2006: 2) who argued that 
research is not exclusively about researchers gathering information, but rather 
that the findings of a study should be interpreted in light of existing knowledge to 
facilitate the development of new knowledge. The objective of this study was to 
recommend a framework for the integration of skilled/professional self-initiated 
expatriates into Qatari organisations based on a theoretical and empirical study. 
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Qatar faces a range of challenges in recruiting, retaining and integrating a 
skilled/professional expatriate workforce. This study focused on the integration of 
SIEs into the Qatar work and cultural system. The challenges include 
globalisation, regional competition for expatriate talent from other Gulf 
Cooperation Council (GCC) states, current recruitment and selection practices 
and the challenges faced by some expatriates to integrate into the local work and 
cultural system. As such, organisations in Qatar need to implement expatriate 
integration best practices with a focus on continuous improvement in order to 
respond to the challenges emanating from the external environment such as GCC 
competition and globalisation. The following recommendations emerged from the 
research study: 
 
 Qatari organisations need to provide SIEs with more comprehensive 
 information regarding the role they will play as knowledge workers, 
 specifically with regard to national development/government Qatarisation 
 policy. This can be done during the recruitment and selection phase by 
 including the necessary information in the job description, person 
 specification and job vacancy advertisement. This can also be 
 accomplished during the formal, structured interview and via pre-departure 
 preparation. Additionally, national development and Qatarisation policy 
 should be covered during the orientation phase by the orientation 
 facilitator and or HR orientation team. 
 
 There is a need for organisations in Qatar to implement a more 
 comprehensive recruitment and selection process that includes 
 competency-based interviewing, personality assessments, spouse/family 
 pre-screening and more thorough pre-departure preparation (including 
 CCT). In Qatar, competency-based interviewing will assist recruiters or the 
 interview panel in assessing the candidates past performance which can 
 act as a predictor for future performance. Personality assessments will 
 ensure that the candidate has the necessary traits (extroversion, 
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 agreeableness, conscientiousness, neuroticism and openness to 
 experience) and is the right fit for the international assignment. Spouse and 
 or family pre-screening can be done by the recruitment team or interview 
 panel through a structured interview and a personality assessment to 
 assess their adaptability and general willingness to relocate to Qatar. 
 
 There is a need for organisations in Qatar to implement a comprehensive 
 orientation process to effectively integrate their expatriate workers into their 
 job roles and the organisational work system. The orientation programme 
 should cover four levels namely: compliance (legal and policy related rules 
 and regulations); clarification (regarding job role and expectations); culture 
 (formal and informal organisational norms as well as Qatari culture) and 
 connection (interpersonal networks within the organisation and wider Qatari 
 society). There should be pre-departure preparation (orientation) as well as 
 a formal, structured programme during the first week when the expatriate 
 commences their employment.  
 
 There is a need for organisations in Qatar to implement an effective and 
 robust set of strategies to enhance the cross-cultural integration of their 
 expatriate workers. Specifically, organisations should cover: (a) Qatari and 
 social  integration (business etiquette, social etiquette, allowances for 
 diversity, ongoing access to cross-cultural awareness training); (b) local 
 integration (general information on community resources, information on 
 meeting places for expatriates, opportunities for Qataris and expatriates to 
 socialize) and (c) family integration (schooling, housing, general family 
 support). This will enhance the expatriate’s community embeddedness. 
 
 It is recommended that the framework for the integration of 
 skilled/professional SIEs into Qatari organisations is used as a guide and 
 checklist for organisations to develop policies, procedures and activities for 
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 a comprehensive strategy aimed at enhancing the integration of their 
 expatriate employees and if applicable, their families.  
 
 The study has also demonstrated the value of reflecting on current 
 practices for the integration of SIEs into Qatar’s foreign work and cultural 
 system and that of eliciting feedback from SIEs based in the country. It is 
 recommended that Qatari organisations continuously (on an annual basis) 
 conduct focus groups with expatriates to get first-hand information from 
 their experiences with regard to the integration framework and use this 
 feedback to continuously improve their system.  
 
The following areas for future research have been identified: 
 
 The study was restricted to respondents from the healthcare, education 
and aviation industries in Qatar. Similar studies could be conducted with 
respondents from other employment sectors. 
 
 Further research could be conducted on the role of emotional intelligence 
competencies with regard to recruiting, selecting and integrating 
skilled/professional SIEs into Qatari organisations. 
 
 Further research into SIE motivation can assist the academic and 
practitioner communities to gain a comprehensive understanding of self-
initiated expatriates. 
 
 The effect of Qatari government policy on the career development of SIEs 
and the associated implications on their integration can be researched. 
 
 A research study could be conducted to assess SIEs integration rates in 
Qatar and the extent to which Qatari organisations apply the best practices 
identified in this study. 
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 As this study was based on the efforts of organisations integrating SIEs 
into the Qatar work and cultural system, a further study could be conducted 
to determine which strategies SIEs utilise to enhance their own adaptation 
to a foreign work and cultural system.  This type of study could be 
conducted from a positive paradigm focusing on optimal functioning, 
including aspects such as coping, resilience and optimism.  
 
 
6.4  PROBLEMS AND LIMITATIONS 
 
No major problems or limitations were experienced, but the following could be 
considered: 
 
6.4.1  The sampling 
 
With regard to this study, it was not feasible for the researcher to collect and 
analyse data from all SIEs based in Qatar, due to the size of the population as 
well as variables such as access, time and money. As such, a non-probability 
sampling method was employed. It would have been preferable to use a 
probability sampling method to further validate the results of the study. However, 
while respondents from three main industries, namely healthcare, education and 
aviation were included in the study, the results can be cautiously generalised to 
other similar industries.   
 
 
6.4.2  Questionnaire development 
 
The researcher managed to secure the involvement of a senior academic to 
scrutinise the questionnaire prior to the pilot study. However, it would have been 
ideal if the questionnaire was reviewed by a statistician prior to administration of 
the questionnaire in the main empirical study. This might have increased the 
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response rate and ensured that optimal statistical analysis was undertaken.  
However, the study did provide valuable insights and the results can be used to 
improve best practices for the integration of SIEs into the Qatari work and cultural 
system. 
 
 
6.5   CONCLUSION 
 
The increase of knowledge exchange, trade and capital driven by technological 
modernisation has catapulted the globalisation paradigm from obscurity into the 
public interest (The Economist, 2013). Through this interconnectedness, many 
opportunities abound for people. Globalisation has fuelled organisations and 
countries towards the building and strengthening of knowledge-based economies. 
However, in order to build a competitive knowledge-based economy, skilled and 
professional workers are required.  SIEs can provide Qatar with a pipeline of 
knowledge workers to support the growth of their emerging knowledge-based 
economy. A framework aimed at enhancing the integration of self-initiated 
expatriates into Qatari organisations is of paramount importance, specifically with 
regard to fostering performance excellence, satisfaction and community 
embeddedness within the Qatari work and cultural system. 
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APPENDIX A 
WRITTEN CONSENT FORM (SEMI-STRUCTURED INTERVIEW) 
 
Title of research study: A framework for the integration of skilled/professional 
self-initiated expatriates into Qatari organisations. 
 
The interviewee should read statements 1 to 4 and thereafter initial each box.  
 
1. I confirm that I understand the information explaining the above 
mentioned research study and I have had the opportunity to ask 
questions about the study. 
 
 
2. I understand that my participation is voluntary and that I am free to 
withdraw at any time without giving any reason and without there being 
any negative consequences. In addition, should I not wish to answer any 
particular question or questions, I am free to decline.  
 
 
3. I understand that my responses will be reported in the form of a 
dissertation and possibly in future journal articles. I also understand that 
my name will not be linked with the research materials, and I will not be 
identified or identifiable in the dissertation or anything that emanates 
from this research study. 
 
 
4. I agree to take part in the above mentioned research project and this 
interview. 
 
 
Participant  Signature 
  
Date 
 
 
Name of Researcher 
  
Date 
 
 
Signature 
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APPENDIX B 
STRUCTURED SURVEY QUESTIONNAIRE 
 
Appendix B is a MS Word version of the questionnaire that was hosted 
electronically on Survey Monkey. 
 
SECTION A: BIOGRAPHICAL DATA 
This section has 11 questions. Please select your answer from the options 
provided. 
 
A1. What is your age?  
 20-30 
 31-40 
 41-50 
 Above 50 
 
A2. What is your gender?  
 Male 
 Female 
 
A3. What is your nationality?  
 American 
 Australian 
 Bangladeshi 
 British 
 Canadian  
 Dutch 
 Egyptian 
 Filipino 
 
 French 
 German 
 Greek 
 Indian 
 Irish 
 Italian 
 Lebanese 
 Mauritian 
 
 Mauritian 
 Mexican 
 New Zealander 
 Pakistani 
 Scottish 
 Sri Lankan 
 South African 
 Other 
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A4. What is your work sector? 
 Healthcare 
 Airline 
 Education 
 Retail 
 Other please specify 
 
A5. What is the level of your current job role? 
 Management  
 Non-management 
 
A6. What is your family status?  
 Single 
 Married 
 
A7. Do you have dependent children living with you in Qatar? 
 Yes 
 No 
 
A8. What is the length of your residency in Qatar?  
 Less than a year 
 1-3 years 
 4- 6 years 
 More than 6 years 
 
A9. What is your level of proficiency in Arabic?  
 None 
 Beginner 
 Intermediate 
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 Advanced 
 
A10. Did you have previous experience working in the Middle East before 
        coming to Qatar?  
 Yes 
 No 
 Other, please specify 
 
A11. What is the main reason you decided to relocate to Qatar? 
 International experience 
 Career growth (promotion) 
 Financial 
 Previous experience in Qatar/Middle east 
 Other, please specify 
 
SECTION B: RECRUITMENT AND SELECTION EXPERIENCE 
This section has 16 statements related to your recruitment and selection 
experience. Please select your answer from the options provided. 
 
B1. I was asked to provide my company with information about my personal 
motivation for wanting to come to Qatar during the recruitment and selection 
process. 
 Strongly  
      Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B2. I had a structured and competency-based interview during the recruitment 
and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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B3. I received a comprehensive explanation of my job role during the recruitment 
and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B4. I received information regarding the work norms of my company during the 
recruitment and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B5. A pre-screening of my family members was conducted to check their 
adaptability and willingness to relocate to Qatar during the recruitment and 
selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B6. I received pre-departure cross-cultural awareness training that prepared me 
for my arrival in Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B7. My family received pre-departure cross-cultural awareness training that 
prepared them for their arrival in Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B8. I completed a personality (psychometric) test during the recruitment and 
selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B9. I received a comprehensive explanation of Qatar’s sponsorship system 
during the recruitment and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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B10. I received a comprehensive explanation of the role that I would play in 
training/developing Qatari citizens as part of the national development strategy 
during the recruitment and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B11. I was invited for a site visit to Qatar during the recruitment and selection 
process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B12. I received a comprehensive explanation regarding my salary structure and 
benefits during the recruitment and selection process. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B13. I had a contact person at my company that I could direct my 
questions/concerns to prior to my departure for Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B14. I received quick responses to any queries/questions that I raised prior to 
my departure for Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B15. I received clear information on what to do upon my arrival at Doha airport 
prior to my departure for Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
B16. I had a good idea of what to expect in my new work and social setting prior 
to my departure for Qatar. 
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 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
 
 
SECTION C: ORIENTATION EXPERIENCE 
This section has 21 statements related to your orientation experience. 
Please select your answer from the options provided. 
 
C1. I received a ‘meet and greet’ welcoming from my company upon my arrival 
at Doha airport. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C2. I received a new employee orientation guide to use as a reference point. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C3. I received an information pack with details for my orientation programme. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C4. I was taken on a tour of the company premises during my orientation. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C5. I was provided with financial assistance from my company to help me to 
settle in. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C6. I was given assistance with my desktop and/or internet connection set up. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C7. I was given information about my healthcare coverage and the available 
hospitals and primary healthcare clinics. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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C8. I was provided with information about my company including its vision, 
mission and values to help me adjust to the organisational culture. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C9. I received information regarding the exchange rate between the Qatari Riyal 
and my home country currency. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C10. I received information regarding any tax implications on my foreign 
earnings in my home country. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C11. I received information about the country's Qatarisation policy and my 
associated role in training/developing Qatari citizens. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C12. I received an explanation on important HR policies to familiarise myself 
with the protocols/procedures at my company.  
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C13. I was formally introduced by the HR/Orientation team to my department. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C14. I was formally introduced to my line manager by a member of the 
HR/Orientation team. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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C15. I was formally introduced to my colleagues in my department. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
C16. My line manager set clear and specific performance objectives for my 
probation period. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C17. I received a job specific orientation in my department that provided me with 
role clarity and helped me to adjust. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C18. I was assigned a 'buddy' in my department to provide me with guidance 
and support that helped me to adjust. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C19. I had regular 'check-ins' with the HR/Orientation team during my first few 
months which provided me with additional support in order to settle in. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C20. My orientation programme was effective and helped me to settle into my 
new job role. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
C21. My orientation programme was effective and helped me to integrate into 
my new organisation. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
SECTION D: CROSS-CULTURAL INTEGRATION EXPERIENCE 
This section has 21 statements related to your cross-cultural integration 
experience. Please select your answer from the options provided. 
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D1. I was given information regarding the importance of maintaining a positive 
mindset and being open to cultural differences in order to integrate more easily. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D2. I received information regarding the religious and cultural tenets of Islam 
that shape Qatar’s work and cultural system to help me integrate more 
effectively. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D3. I was provided with a tour of Doha by my company to help me settle in. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D4. I was given assistance by the HR team to open a local bank account. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D5. I was given information on where I could do grocery and other shopping. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D6. I was given information on how to bargain and deal with traditional 
shopkeepers at local souqs. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D7. I was given information on meeting places for expatriates to help me to build 
a social network in the community. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D8. I was given information about websites that provide community 
information/resources to use as a reference point. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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D9. I was given information regarding business etiquette and protocol in a Qatari 
work environment to help me to integrate more effectively. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D10. I was given information on cultural sensitivity and norms regarding working 
with Qatari citizens of the opposite gender. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D11. I was given information on social etiquette such as the acceptable dress 
code in public. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D12. I was given information on social etiquette such as what is allowed/not 
allowed in public spaces. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D13. I was taught basic Arabic phrases e.g. greetings, showing appreciation, 
asking for directions etc. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D14. I was provided with information on where I could formally learn Arabic as a 
non-native speaker to help me to integrate. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D15. I was given information on the allowances for diversity that are 
legal/acceptable in Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
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D16. I was provided with assistance to enroll my child/children into a local 
school. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D17. I was provided with assistance with company accommodation or to find 
private accommodation to help me settle in. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D18. I was provided with information on who to contact if I required any 
additional information, support or guidance during my orientation phase. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D19. I had opportunities to meet/socialise with Qatari nationals in order to 
integrate more effectively. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D20. My family was provided with support from my company in order to better 
adjust and integrate into Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
D21. My company provides me with on-going access to cross-cultural training, 
events and support in order to enhance/maintain my sense of belonging to the 
local community/country. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
SECTION E: CHALLENGES EXPERIENCED 
 
This section has 6 statements relating to the challenges you/your family 
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experienced. Please select your answer from the options provided. 
 
E1. I experienced challenges integrating into my work environment in Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
E2. I experienced challenges integrating into the cultural environment in Qatar.  
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
E3.My spouse/family experienced challenges integrating into the cultural 
environment in Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
E4. Cultural differences were the main challenges integrating into Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
E5. Work practices at my company were the main challenges of integrating into 
Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
E6. A lack of support from my company for expatriates was the main challenge 
integrating into Qatar. 
 Strongly 
Agree    
 Agree  Neither agree or 
disagree 
 Disagree  Strongly 
disagree 
 
SECTION F: RECOMMENDATIONS 
This section contains six questions relating to your recommendations. 
Please use the space provided to answer them. 
 
F1. What recommendations do you have to improve recruitment practices for 
Qatari organisations for their future expatriate hires? 
F2. What recommendations do you have for Qatari organisations to improve 
orientation programmes for future expatriates?  
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F3. What recommendations do you have for Qatari organisations to improve the 
cross-cultural training programmes offered to new expatriate employees?  
F4. What recommendations do you have to improve the on-going support that 
Qatari organisations offer expatriate employees so that they maintain a sense of 
belonging in the local community? 
F5. What recommendations do you have to improve the on-going support that 
Qatari organisations offer the families of expatriate employees so that they 
maintain a sense of belonging in the local community? 
F6. Do you have any other recommendations? 
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APPENDIX C 
WRITTEN INFORMATION GIVEN TO THE PARTICIPANTS FOR THE 
QUESTIONNAIRE 
 
Dear Participant, 
 
SURVEY ON THE INTEGRATION OF SKILLED/PROFESSIONAL SELF-
INITIATED EXPATRIATES INTO QATARI ORGANISATIONS 
 
I am currently in the process of writing my dissertation for the completion of the 
MTech (Magister Technologiae) Degree in Human Resource Management. 
 
The purpose of this research study is to investigate the experiences in the 
integrating of skilled/professional self-initiated expatriates in Qatar. The results of 
this study will be used to recommend a framework for the integration of 
skilled/professional self-initiated expatriates into Qatari organisations. The 
findings will be reported in the form of a dissertation and possibly in future journal 
articles.  
 
You are kindly requested to answer all the questions in the Survey Monkey 
questionnaire. To access the questionnaire, please click on the link found below. 
Participation is voluntary, so if you do not wish to participate, feel free not to 
complete the questionnaire.  Furthermore, it is important that you are aware of the 
fact that, regarding the ethical integrity of the study, ethics approval has been 
granted by the relevant Research Ethics Committee (REC) at the Nelson Mandela 
Metropolitan University (NMMU) (Ethics number: H14-BES-HRM-084). 
 
You are not required to put your name on the questionnaire.  Your responses will 
be kept strictly confidential and you will not be identified as a respondent of this 
study in the dissertation or any articles that may emanate from the study. If you 
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have any questions, feel free to contact me on +974 6672 3146 or alternatively via 
e-mail at: rcepieterse@yahoo.co.uk. 
 
Please note that voluntarily completing the on-line survey will be regarded as your 
consent. 
 
Yours sincerely 
 
Regan Pieterse 
RESEARCHER 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  300  
 
 
 
APPENDIX D 
 
ORAL INFORMATION GIVEN TO PARTICIPANTS BEFORE THE  
SEMI-STRUCTURED INTERVIEWS 
 
The following oral announcement was made to the participants at the 
commencement of the semi-structured interview during the study: 
 
I am currently in the process of writing my dissertation for the completion of my 
MTech Degree in Human Resource Management.  My study aims to recommend 
a framework for the integration of skilled/professional self-initiated expatriates into 
Qatari organisations. 
 
The purpose of this research study is to investigate the experiences in the 
integrating of skilled/professional self-initiated expatriates in Qatar. The results of 
this study will be used to recommend a framework for the integration of 
skilled/professional self-initiated expatriates into Qatari organisations. The 
findings will be reported in the form of a dissertation and possibly in future journal 
articles. Furthermore, it is important that you are aware of the fact that, regarding 
the ethical integrity of the study, ethics approval has been granted by the relevant 
Research Ethics Committee (REC) at the Nelson Mandela Metropolitan University 
(NMMU) (Ethics number: H14-BES-HRM-084). 
 
I hereby request your consent in participating in the study. Participation is 
voluntary, so if you do not wish to participate, feel free not to continue with this 
interview.  If you have any questions, feel free to ask. You will be able to assist 
me by answering the questions. Please answer the questions to the best of your 
ability. Also, please note that I am going to be making hand-written notes during 
the interview. In addition, I require you to complete and sign a written consent 
form. Your name and responses will be kept strictly confidential and you will not 
  301  
 
 
 
be identified as a respondent in this study or any articles that may emanate from 
the study. 
 
Thank you for your participation. 
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APPENDIX E 
 
RESEARCH ETHICAL CLEARANCE LETTER 
 
 
